Napa County Probation Professionals Association
PROPOSED TOTAL TENTATIVE AGREEMENT
December 12, 2022

Subject to ratification by the Napa County Probation Professionals Association and adoption by
the Napa County Board of Supervisors, the parties agree to successor MOUs for the Probation
Non-Supervisory Unit and the Probation Unit on the terms described herein.

1. The following new or amended proposals are included in this agreement (see Attachment A):

NCPPA Proposal 6 — Term of Memorandum (Amended)
NCPPA Proposal 12 — Wellness Benefit (Amended)
NCPPA Proposal 24 — Retirement Cost Sharing (Amended)

2. The following proposals/counterproposals are included in this agreement (see Attachment B):

County’s First Counter Proposal to NCPPA 5 — Employment Relationship
County Counter to NCPPA Proposal 7 — Night Shift Differential (Amended)
County’s Proposal 1 (v. 2) ~ Discipline

County Counter to NCPPA Proposal 14 — Certified Trainer Pay (Amended)
County Counter to NCPPA Proposal 18 — Probation Safety/Hazard Premium (Amended)
County Counter to NCPPA Proposal 22 ~ Deferred Compensation (Amended)
County Counter ] (v. 3) to NCPPA Proposal 23 — Wages (Amended)

NCPPA Counter to Proposal 2 — Grievance Procedure

County’s Counter to NCPPA Proposal 19 (v. 2) — Equity Study

NCPPA Proposal 20 ~ Bilingual Pay

NCPPA Proposal 21 — Dental Coverage

3. The following tentative agreements are included in this agreement (see Attachment C):

County Counter to NCPPA Proposal 4 - MOU (12/14/22)

NCPPA Proposal | — Incorporation of Release Time Side Letter (8/11/22)
NCPPA Proposal 8 — Clothing Allowance (8/30/22)

NCPPA Proposal 11 — Holiday Pay (9/15/22)

NCPPA Proposal 13 — Personnel Files (11/14/22)

Article 16b(ii) — Overtime (12/12/22)

Any proposals not included herein and not otherwise agreed upon are hereby withdrawn or
rejected by the parties. The proposals withdrawn or rejected upon agreement to this TTA are:

NCPPA Proposal 10 — Retirement Health Benefits/Sick Leave Conversion
NCPPA Proposals 15A/B - Field Training Officer Pay TA

NCPPA Proposal 16 — Armed Officer Pay "'T](,& l i A
NCPPA Proposal 17 — Juvenile Justice Realignment Pay v\) W d/ ﬂ/l/‘/

NCPPA Proposal 25 — Parity Side Letter (“Me Too™) .77 /4? - }Z
County Proposal [3] - Split Shift Flexibility - [+ / 2z~
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Napa County Probation Professionals Association
December 12, 2022
Probation Unit & Probation Supervisory Unit

Proposal#6 Term - Amended

This Memorandum of Understanding shall be effective from J uly 1, 2022, to snd-includine
June 30, 20263 and remain effective during the negotiation for the successor Memorandum
of Understanding.
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Napa County Probation Professionals Association
December 12, 2022
Probation Unit & Probation Supervisory Unit

Proposal #12 Wellness Benefit - Amended

FHRE-e1 eg—will e =) i ~$766-00; i tanauat
eraployees-willveceivea-prorated-annual-stipend-propertional-te-full-time-employmment.

County will increase the County’s maximuin contribution to its Wellness Benefit program up {o
$300.00 per employee every six months. The increase will be made through the County-wide
program already available io cmployees and language regarding the Wellness Benefit program
will not be included in the Unit MQUs,

e
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Napa County Probation Professionals Association

December 12, 2022

Probation Unit & Probation Supervisary Unit

Proposal #24 Retirement - Amended

The terms of this proposal shall replace, where applicable, the terms of the June 9, 2022, side letter
between the County of Napa and the Napa County Probation Professionals Association regarding
retirement cost-sharing.

County agrees to include in any appendix to the memoranda of understanding for the Probation
Unit & Probation Supcrvisory Unit any agreed-upon changes to the projected employee
contribution rates.

The parties agree to make the following changes to the retirement provisions applicable to
employees in the Probation Unit & Probation Supervisory Unit:

31.0 .Retirement..

31.1

2
fY,
L

314

Effective December 18, 2004, County will provide a “2.5% at 55" retirement
benefit formula pursuant to the terms of Appendix A, incorporated herein by
reference. The cost sharing rate for employees subject to the “2.5% at 55”
retirement benefit formula shall be capped at 2.591% and shall decrease using the
50/50 formula until the cost share is-at 0%.

Effective October 29, 2011, County will provide a “2% at 60” retirement benefit
formula for employees hired on or after this date, pursuant to the terms of Appendix
A, incorporated herein by refercnce. There shall be no cost sharing applied to
employees subject to the “2% at 60” formula.

County will provide new members (no prior service with a CalPERS or reciprocal
agency within 6 months of employment with the County) a “2% at 62 retirement
benefit as required by the Public Employees’ Pension Reform Act of 2013
(PEPRA) and CalPERS, which makes the final determination for each employee’s
retirement formula. New employees who were classic members when employed
by another CalPERS or reciprocal agency within six (6) months of employment
with the County will be eligible for the “2% at 60 formula”. There shall be no cost
sharing formula applied to employees receiving the“2% at 62 formula.

County agrees to report the PERS Employer Paid Member Contribution as salary
for retirement plan benefit purposes (hereinafter “reporting benefit™) to the extent
permitted by law, so long as this is at no cost to County. All tax liability created as
a result of implementing this Article, including, but not limited to, tax Lability for
the additional PERS contribution for this reporting benefit, shall be the sole
responsibility and liability of employees.



31.5 County will continue its contract with the Public Employees® Retirement System
subject to all provisions of law. Parties agree that County has the right to make
changes to the retirement benefits as may be mandated under any applicable laws.
County agrees to maintain the following provisions as part of its contract with
PERS:

(31) Extra-help buy back pursuant to Government Code Section 20305:
employees who have worked as extra-help, are subsequently hired as
permanent employees, have passed the probationary period, and are in
active PERS membership, may voluntarily “buy back” hours worked as
extra-help to the extent authorized by law and by CalPERS.

() The Pre-Retirement Optional Settlement 2 Death Benefit pursuant to
Govemment Code Section 21548.

(¢}  The 1959 Survivor Benefit from Level 3 to Level 4 pursuant to Government
Code Section 21574,

(d)  Credit for unused sick leave pursuant to Government Code Section 20965.
An employee may elect to do one of the following:

(31)  Apply all accumulated sick leave upon retirement towards this
provision; or

(i)  Apply a portion of accumulated sick leave upon retirement towards
this provision and use the remaining balance in accordance with
Article 46.9(a) (Retirement Health Benefits—Sick Leave
Conversion); ot

(iii)  Apply accumulated sick leave in excess of one-thousand two-
hundred forty-eight (1,248) hours at retirement towards this
provision.

31.6  For purposes of calculating retirement benefits, employees hired before September
1, 1992, shall use the highest one year compensation provision and the 1959
Survivors Benefit. Employees hired after September 1, 1992, shall use the three
(3) year highest compensation provision and the 1959 Survivors Benefit.

31.7 County agrees to bear the total cost (100%) of any increases by CalPERS to the
total employer contribution rate.

County shall provide in a separate document the specific MOU lancuage necessary to give cffect
to the terms of this proposal.
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APPENDIX A
RETIREMENT

Background

County’s cantract with the California Public Employees’ Retirement System (“CalPERS”) currently
provides for a “2 percent at age 55" retirement benefit formula ("2% at 55”). County's employer
contribution rate for 2% at 55 for the fiscal year 2004/05 is 6.937%, Under the MOU between the
parties for the period July 14, 2001 through July 2, 2004, County agreed to pay 100% of the employee’s
share of the CalPERS contribution (7%). The total cost to County for 2% at 55 for the fiscal year 2004/05
is therefore 13.937%.

2.5% at 55

As part of negotiations for a successor MOU in 2004, County sought and obtained a contract
amendment with the California Public Employees’ Retirement System ("CalPERS") and accordingly
implemented a “2.5% at 55" retirement formula effective December 18, 2004.

2% at 60

As part of negotiations for a successor MOU in 2011, County sought and obtained a contract
amendment with CalPERS and accordingly implemented a “2% at 60" retirement formula for employees
hired on or after October 29, 2011.

2% at 62

In September of 2012 the Public Employees’ Pension Reform Act of 2013 (PEPRA) was signed into law
and statutorily implemented a number of pension related changes, including a new retirement formula
of 2% at 62 for new members hired on or after January 1, 2013 {new employees with no prior service
with a CalPERS agency, or an agency with reciprocity with CalPERS, within 6 months of employment with
the County). PEPRA also requires that new members contribute a minimum of half the normal cost of
their benefit (6.25% for 2014/15 fiscal year) unless an MOU was in place, in which case the new
members would contribute the same amount as existing members until such time the MQOU expires.



The current MOU will expire the last pay period in June 2014 and new members will contribute half the
normal cost {6.25% for 2014/15 fiscal year) beginning the first pay period in July 2014,

Cost Sharing of Benefits by the Parties as follows:

Retirement Tier 2.0% @ 62 — Zero Cost Share — Emplaoyees in this group shall pay the statatory
rate as defined by CalPERS.

Retirement Tier 2.0% @ 60 — Zero Cost Share — Emplovyees in the group shall pay the statutory
rate as defined by CalPERS,

Retirement Tier 2.5% @ 55 — 2.591% of pensionable wages beginning July 1, 2022-2023, in
addition to the minimum statutory rate as defined by CalPERS.

Subsequent Years:

Beginning FY2023-2024. any decreases in the total emplover contribution rates from year to year

will be shared equally (50/50) by the parties. Afier the decrease is applied. the new
employee cost sharing amount for Retirerent Tier 2.5 @ 55 shall become the new
maximum cast sharing cap each vear until such time as the employee cost share
rate becomes zero. At that time, the cost share agreement shall be ended, and
emplovees in this tier shall pav the statutorv rate as defined by CalPERS.

Lt
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Napa County Prohation Professionals Association

September 15, 2022

Prohation Unit & Probation Supervisory Unit
Proposal #5 Employment Relationship (Preamble)

County’s First Counter Proposal to Association’s Proposal #5

NCPPA proposes to add to the MOU Preamble the following language:

. The relationship between the Association and the County is governed by the Meyers-Milias-
Brown Act (Government Code sections 3500, et. seq.), the County’s Emplover-Emplovee
Relations Policy, and this Memorandum of Understanding (MOU). Whenever this MOU
contains a provision relating to the subject matter that is also referred to in any other county
ordinance, policy or regulation within the scope of representation, the provisions of this
MOU shall prevail.

fg_—
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Napa County Probation Professionals Association
December 12, 2022

County Counter Proposal 7

Probation Unit & Probation Supervisory Unit

Proposal #7 Night Shift Differential

Association Proposal 7 — Night Shift Differential

The County accepts the Association’s Night Shift Differential proposal as part of
this package. The MOUs would include the following language:

“Employees who work between 6:00 p.m. and 6:00 a.m., or on any shift
defined as “graveyard,” shall be paid a night shift premium of five percent
(5%) of base salary attherate-oftwo-doHars{52:00)-perhouroverand
abeve-theirstandard-hourhyrate: This rate shall apply to regular and
overtime hours worked during this time period or shift. Night shift
compensation shall be paid on a bi-weekly basis.”

‘
[ b _—
NCPPA. ) ‘ounty of Napa




Napa County and the
Napa County Probation Professionals Association
2022 MOU Negotiations

County Proposal 1 — Version 2

MOU Section: 9.0 Discipline

Date: December 12, 2022

MOU Language:

9.0 DISCIPLINE

The term “working days” used throughout this Article means Mondav through

Friday with the exception of any paid holidays provided for in this Acreement.

9.1

Letter of Reprimand

Management may issue a letter of reprimand. If an emplovee does
not agree with the letter of reprimand, they have ten (10) working
days from receipt of the letter of reprimand. not including the dav of
receipt, to invoke their right to apply for a post-disciplinary appeal
hearing as described in Section 9.7. Failure to request an appeal
hearing within ten (10) working days constitutes a waiver of the
employee’s right to appeal. The decision of the Appeal Officer in
Section 9.7 shall be final and there shall be no further right of
appeal. Subsections 9.2, 9.4-9.6 and 9.8 of this section shall not
apply to letters of reprimand.

9-1-9.2 Just Cause: Disciplinary Action

County-shall-diseipline-an-emplovec-only-for-just-cause “Discipline?
consist-of Disciplinary actions that may eaby-be taken only on the
basis of just cause shall include. but are not limited to, termination.

unpaid suspension, letterofreprimand reduction in pay i lieu of
suspension. involuntary demotion. or a reduction in class or salary

grade/step.




Discipline Action shall not include verbal/written counseling. lettess
ef-repromand, nor probationary releases.

9293 Risht to Representative

9.4

At their request, an employee may have a representative present at a

meeting of an investigatory nature ifitmav-reasonablv-be-concluded
from-all-the-circtunstances-that-the meetine may-lead-to-discipline-of
that-emplevee: to the extent allowed by law.

Notice of Proposed Discipline

Before imposing discipline on the basis of just cause, the emploveels
Probation Ddepartment shall serve a written notice of the
disciplinary action being proposed on the employee either
personally, by e-mail, or by certified mail and shall provide a
courtesy copy to the emplovee’s representative. if known.- The
notice shall include the followine:

(a) A description of the proposed discipline and its anticipated
effective date;

(b) A statement of the facts related to the act(s) or omission(s)
resulting in the disciplinary action;

(c) A statement referencing anv specific rules, regulations.
policies, and/or laws that the employee violated:

(d) A statement that any documents and/or other evidence that the
discipline is based on are either attached to the notice. or that
they will be made available for inspection or copies provided
to the cimployee and their representative on request:

(e) A statement describing any aggravating and/or mitigating
circumstances associated with the employee’s misconduct:

(f) A description of the employee’s relevant disciplinary.
performance and/or behavioral history, if any: and




(g) A statement that the employee has five (5) workdays from
receipt of the notice of proposed discipline, not including the
day of receipt, to respond to the notice as set forth in Section
9.5. Ifthe employee does not respond to the notice within this
period. the proposed discipline shall take effect and any
appeal rights shall be deemed waived.

9.5 Employee Response to Proposed Discipline
An emplovee may submit a written response to the notice of
proposed discipline or request a meeting with the designated Skelly
Officer. The employee may be represented at the Skelly meeting,
9.6 Skelly Officer’s Decision

Afier reviewing any timely written response and/or after a Skelly
meeting, the Skelly Officer mav implement, amend. modify, or
rescind any or all of the charges and/or discipline in the Notice of
Proposed ActisnDicipline. Within ten (10) workine days of receipt
of written documentation or within in-ten (10) working days from
the date of the Skelly meeting, whichever is later, the Skelly Officer
shall render a written final decision to the employee and send a copy
to the Director of Human Resources and to the emplovee’s
representative. if known. If the Skelly Officer determines that
discipline is warranted. a Notice of Discipline will be issued and
discipline imposed. :

If an emplovee does not agree with the imposed discipline. they
have ten (10) working days from receipt of the Notice of Discipline,
not including the dav of receipt. to invoke their right to a post-
disciplinary appeal hearing. Failure to request an appeal hearing
within ten (10) working days constitutes a waiver of the employee’s
right to appeal.

9.7 Post-Disciplinary Appeal

If an emplovee invokes their right to a post-disciplinary appeal,

within ten working days the Director of Human Resources or their
designec (“Appeal Officer”) will schedule an appeal hearing.




Within thirty (30) working days from the date of the appeal hearing.
the Appeal Officer shall provide a written decision of appeal, unless
the Appeal Officer determines that additional time is necessary,

9.8  Appeal to Administrative Law Judge

Within ten (10) working days from the receipt of the Appeal
Officer’s decision, not including the day of receipt. the employee
may appeal the decision by requesting a hearing before an
Administrative Law Judge.

Any fees or expenses of the Administrative Law Judge shall be paid
by the County. The cost of an original transcript of the hearine, if

" any, shall be shared cqually by the parties. All other expenses.
including, but not limited to, fees for witnesses (if any), and similar
costs incurred by the parties in regard to the appeal to the
Administrative Law Judge will be the responsibility of the party
incurting the cost.

Tentative Agreement:

Sy
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Napa County Probation Professionals Association
December 12, 2022
Probation Unit & Probation Supervisory Unit

County Counter Proposal # 14

NEW SECTION 21.0  CERTIFIED TRAINER PAY

Certified Trainer pay will apply to BSCC Standards and Training for Corrections {STC) and
Field Training Officer (FTO} assignments. The Chief Probation Officer or designee has sole
discretion to select the qualified employees to praovide training.

A “Certified Trainer” is an employee who is STC-certified to provide training or has been
approved to teach an STC-certified course. When assigned by the Chief Probation Officer
or designee to perform training activities, a Certified Trainer shall receive Certified Trainer
Pay in the amount of 5% of their hourly base pay for the actual hours worked performing
such activities, A trainer mayv earn up.to two hours per training day of incentive nav for

preparation and post-training activities,

Field Training Officer assignments, when pre-approved by management, will qualify for this
incentive only for the hours worked performing training activities and while assigned a

trainee.

NCPPA L Cowfty of Napa



Napa County Probation Professionals Association
October 4, 2022

Caunty Counter Proposal 18

Probation Unit & Probation Supervisory Unit

Proposal # 18 Probation Safety/Hazard Premium

24.0  Probation Safety/Hazard Premium

PERS:-eligible safety employees, as defined in California Public Employees Retirement
Law, Govemment Code Section 20438, in the Juvenile Hall Counselor and Probation
Officer serics shall receive a 5% hazard premium._Fhispreminm-shall-apply-to-all-resular

NCPPA e ounty of Napa




Napa County Probation Prafessionals Association
December 13, 2022
Probation Unit & Probation Supervisory Unit

County Counter Proposal 22
Deferred Compensation:

Effective the first full pay period after January 1, 2024 (pursuant to IRS
rules), the County matches employee contributions in the 457 Deferred
Compensation Retirement Plan up to $9600.00 gerfor yearcalendar year
2024 in a 401(a) plan.

Effective the first full pay period after January 1, 2025 (pursuant to IRS
rules), the County maiches employee contributions in the 457 Deferred
Compensation Retirement Plan up to $900.00 for calendar vear 2025 in &
401(a) plan.

Effective the first full pay period after January 1, 2026 (pursuant to IRS
rules), the County matches emplovee contributicns in the 457 Deferred
Compensation Retirement Plan up to $600.00 for calendar year 2026 in g
401(a) plan,

IRS rules require matches to be approved every year by the Board of
Supervisors'.

NCPPA County of Napa



Napa County and the
Napa County Probation Professionals Association
2022 MOU Negotiations

County Counter-Proposal 23
December 13, 2022
“Effective with the first pay period following ratification and adoption of this MOU by the Napa

County Board of Supervisors, the Countv will increase salaries 7.0% for all emplovees in the
unit who have not been Y-rated,

The County will issue a one-time inflation adjustment lump sum of $1,500 minus applicable
payroll deductions for all represented classifications in the bargaining unit, paid in the first pay
pertod following the ratification and adoption by the Napa County Board of Supervisors.

Effective the first full pav period in July 2023. the County will increase salaries 3.25% for all
employees in the unit who have not been Y-rated.

Effective the first full pay period in July 2024, the County will increase salaries 3.0% for all
employees in the unit who have not been Y-rated.

Effective the first full pay period in July 2025, the County will increase salaries 3.0% for all
employees in the unit who have not been Y-rated.”

_ fo—"
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Napa County and the Napa County
Probation Professionals Assn.

2022 MOU Negotiations

NCPPA Counter #2 to County Counter-Proposal 2
MOU Section: 10 — Grievance Procedure
December 12, 2022

MOU Language:

[10.0] GRIEVANCE PROCEDURE
10.1 Purpose

The purpose of the grievance procedure is to provide a just and equitable
method for the resolution of grievances without discrimination, coercion,
restraint, or reprisal against the Association, its representatives, the County or
any employee or employees who may be involved in a grievance.

10.2 Grievance Defined

A “grievance” is a complaint by the Assaciation, on behalf of itself or any one
or number of its members, over the interpretation, application, or compliance
with this MOU or Probation Department Ppolicies falling within the scope of
representation.—

10.3 Employee Right to Representation

An employee represented by the Association has the right to the assistance of
a representative in the preparation of a written grievance and to be represented
at each grievance meeting, as described herein.



10.4 Form of Grievance

Grievances shall be submitted on a form prescribed by Human Resources and
the Association. Each written grievance shall include a statement of the
specific grounds for the grievance, the date upon which the incident occurred,
the section of this MOU or Probation Department Ppolicy(ies) alleged to have
been violated, a statement of the proposed remedy, the date the grievance is
filed, and the signature of the grieving party or Association representative.

10.5 Other Administrative or Court Procedures

A complaint is not grievable if it is a matter which is being or has been
processed under some other administrative or court procedure, either internal
or external.

10.6 Association as Grievant

Grievances may be prosecuted by the Association on behalf of itself or any one
or number of its members. The County shall not accept a grievance submitted
by any party other than the Association. This provision does not preclude an
employee who is not represented by the Association from filing a complaint.

10.7 Waivers and Time Limits

Failure to initiate a grievance within the time limits specified herein shall void
the Association’s right to grieve the matter. Failure by management to reply
to a grievance within the time limits specified automatically grants to the
Association the right to process the grievance to the next level. If the
Association fails to appeal to the next level within the time limits established
in this grievance procedure, the grievance shall be considered settled on the
basis of the last decision and the grievance shall not be subject to further
appeal or reconsideration. Any level of review, or any time limits established
in this procedure, may only be waived or extended by mutual agreement
confirmed in writing. The term “working days,” as used in regard to the time
limits in this Article, means Monday through Friday, with the exception of
any paid holidays provided for in this Agreement.



10.8 Processing of Grievances

The following procedure shall be followed by the Association when
submitting a grievance:

(a) Step 1 ~ Informal Grievance to Supervisor

Within ten (10} working days from the occurrence of the matter on which the
grievance is based, or within ten (10} working days from the time the grieving
party reasonably would be expected to know of the occurrence, the grieving
party shall present the grievance orally to their immediate supervisor. The
employee may be represented by the Association during this discussion.
Within ten (10) working days, the supervisor shall discuss the grievance with
the grieving party and give their decision in writing to the grieving party and
the Association. The employee may be represented by the Association during
this discussion, However, if the employee cannot present the grievance to

thel mimediate superv1sor  they thay present it to the next superior above the
immediate supervisor.

(b) Step 2 — Written Grievance to the Chief Probation Officer

If the Association is dissatisfied with the resolution at the previous step, the
Association may, within ten (10) working days of date of receipt, present the
grievance in writing to the Chief Probation Officer PepartmentHead Directos
et Human-Resourees-ion the form required in Article 10.4, with a copy to
Human Resources, Within ten (10) working days after receipt of the
grievance, the Chief Probation Officer or their designee shall hold a hearing.
The Chief or their designee shall render a written final decision to the grieving
party no later than ten (10) working days after the Step 2 hearing, with a copy
to Human Resources.

(c) Step 3 — Grievance to Director of Human Resources

Within ten (10) working days from the receipt of the written decision of the
Chief Probation Officer or their designee, the Association may submit the
grievance for review by the Director of Human Resources. Unless additional
time is determined to be needed by the Director of Human Resources, within
thirty (30) working days from date of receipt of the grievance, the Director of
Human Resources shall conduct a hearing and render a written decision.



(d) Step 4 — Binding Arbitration

@

(i)

For a grievance to be arbitrable, it must involve a disagreement over
the interpretation, application, or compliance with the terms of the
Memorandum of Understanding or the interpretation, application, or
compliance with Probation Department Policies within the scope of
representation.  Arbitration of a grievance shall be limited to the
specific grounds set forth in the formal grievance as originally filed
by the Association.

Within ten (10) working days from receipt of the decision of the
Director of Human Resources, the Association may request
arbitration as follows:

(A) Mediation by Mutual Agreement

Prior to an arbitration hearing, the parties, by mutual agreement,
may request the assistance of a mediator from the State
Mediation and Conciliation Service (SMCS) in an attempt to
resolve the grievance. The mediator shall have no authority to
resolve the grievance except by agreement of County and
Association. In the event the grievance is not resolved, neither
settlement proposals nor concessions offered or agreed to during
mediation shall be admissible at a subsequent hearing. If
mediation proves unsatisfactory, due to any reason for either
party, the Director of Human Resources shall proceed with the
arbitration process based on the original request, and as described
below.

(B)Binding Arbitration

Within fifteen (15) working days from the date of the
Association’s request for arbitration or the exhaustion of
mediation, the Director of Human Resources will request from
SMCS a list of five (5) arbitrators qualified to hear the matter in
dispute. Within ten (10) working days after receipt of the list,
the parties shall meet to select the arbitrator. The parties shall
alternately strike one name from the list until one arbitrator’s
name remains. The question of which party shall strike the first



(iii)

@iv)

name shall be determined by a flip of a coin with the winner
exercising the option of striking first or second.

(C)Unless the time limits contained in subsection (d)(i)}(B), above,
are extended by mutual agreement confirmed in writing, the
party whao does not abide by the time limits shall be considered
m default and the other party shall be permitted to unilaterally
select the arbitrator,

The fees and expenses of the arbitrator and any court reporter, and
any SMCS fees, shall be shared equally by the parties.

All other expenses including, but not [imited to, witness fees- and
similar costs incurred by the parties during such arbitration will be
the responsibility of the party incurring the cost; however, County
shall not charge the Association for witness fees for any County
zmployee called as-a-witness-in an arbitration proceeding under this
agreement, County employees shall not suffer any loss of
compensation for time spent during their actual work hours as a
witness at an arbitration hearing held pursuant to this agreement.
County employees called as a witness by the Association during
their nan-work hours will not be paid by the County.

The decision of the arbitrator shall be final and binding on the parties
and shall not add to, subtract from, or otherwise modify the terms
and conditions of this MOU unless agreed to by the parties.

Dated: [ 2"“[{"“ g
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9.2

Napa County and the
Napa County Probation Professionals Association
2022 MOU Negotiations

Equity Study

Association Hnies-may request, or County may initiate, an equity study of a
classification series (series). An Association A-Usien request shall be
accompanied by data supporting the reasons for the study (i.e., recruitment and
retention problems, or compensation below the current market). Upon receiving
such a request, County shall conduct an equity study.

If the equity study shows that the benchmark classification is more than 4% below
the median salary of the elassification-atbenchmark at comparable agencies, the
classification shall receive an equity adjustment equal to an amount that brings the
benchmark elassification up to the median salary of comparable agencies. When

an-equity-study-shews-the-benchmark-classification-to-be-moere-than4%-below-the
mediatrsalary-of comparable-ageneies - the Director-o £ Human-Resources-shall

Wﬁ%ﬁﬁ%@ﬂ-ﬁh&%{e&h&@e&;&eﬁgﬁﬁw

The agreed upon benchmark classifications will be Probation Qfficer 1} and
Juvenile Hall Counselor 11.

Ge&ee&ea&k@erge%a&-@eﬁee&eﬁaksef%aﬁ&e&asﬁﬁeaaen—we&ahsmd
Classifieation-Supervisor); The comparable agencies shall include be the counties
of Marin, Santa Cruz, Contra Costa, Solano, Monierey and Sonoma and-the-Cigy
efNapa.
For-the-Correetional-Series-only; the comparable-agencies shall be-the-counties-of
Saat&&laa—S&ﬁa—@mz—Se}aae—anéSeaema—exeeﬁ%ha%eﬁh&G&rmeﬁeﬁ&l
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Napa County Probation Professionals Association
October 4, 2022
Probation Unit & Probation Supervisory Unit

Proposal # 20 Bilingual Pay

20.0 Bilingual Pay

Employees qualifying for payment under County’s bilingual pay plan shall receive the
following pay per biweekly pay period or pro-rata amount for part-time employees in the
same ratio as the part-time status relates to full-time. Employces on extended leaves of
absence are not eligible to receive this pay while on leave.

Level 1 - $80 biweekly

Ability and job-related need to converse in the second langnage and to read English and
translate orally into the second language.

Level IT - $100 biweekly

Ability and job-related need to converse in the second language and to read English and
translate orally into the second language, read the second language and transiate orally inta
English, and to write in the second language.

*Refer to County Policy Manual Section 37F (Bilingual Pay Differential Policy) for
administrative instructions and eligible languages.

-
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Napa County Probation Professionals Assaciation
December 12, 2022
Probation Unit & Probation Supervisory Unit

County Counter Proposal 21

Association Proposal 21 — Dental Wages

“County shall provide dental benefit plans and the cost of such coverage
shall be paid by County as follows:

(a)  County shall provide a California Delta Dental plan (Delta) to
include 100% coverage for diagnostic/preventive benefits, 80%
co-insurance for basic dental benefits, 50% co-insurance for
major benefits and orthodontics for the employee and their

éligib'lé depvender‘r{s'. “The maximum annual dental benefitis

sholl-be-twe-theusand-dellars{$2,000) $3,100 per participant.

The maximum lifetime orthodontic benefit is fwo-theusand

dollars{$2,000} $4,000.

(b}  County shall provide a DMO option in addition to Delta, which
will include a co-payment of $50-S25 for diagnostic/preventive
benefits, a co-payment of $0-$35 ea-payment-for basic dental
benefits, a co-payment of $0-$40 for major benefits, and a co-
payment of $0-$95 for prosthodontics. Co-payments for
orthodontic benefits are determined by the provider. There
are no deductibles or annual maximums with this plan.

(c}  When terminating from County service, an employee must be
in a paid status in the month of separation in order to receive
the County contribution for dental insurance for that month.”

L / [
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Napa County and the
Napa County Probation Professionals Association
2022 MOU Negotiations

County Counter-Proposal to NCPPA #4 — Version 2
Date: December 12, 2022

PREAMBLE

IT IS HEREBY AGREED by and between the COUNTY OF NAPA (“County”) and the NAPA
COUNTY PROBATION PROFESSIONALS ASSOCIATION (“Association”) acting pursuant
to and in compliance with the terms and provisions of Sections 3500 et seq. of the California
Government Code, that the following wages, hours and other terms and conditions of
employment shall be applicable to the employees in the Probation Unit (“Unit”). The term
“employee” or “employees” as used herein shall refer to those persons in the Unit who are
included in the employee classifications listed in Appendix A.

[Additional Content To Be Determined/ NCPPA Proposal 5 / County Counter-Proposal 5]
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1.0

2.0

3.0

PART 1. ADMINISTRATION

Term
(To Be Determined / NCPPA Proposal 6 / County Economic Package)

Labor Management Committee

The partics agree to create a joint labor-management committee {LMC) to encourage
open communication, promote harmonious labor relations, and resolve matters of mutual
concern.

Grievance Procedure
[To Be Determined / NCPPA Proposal 2 / County Counter-Proposal 2]
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4.0

6.0

PART 2. ASSOCIATION SECURITY

Recognition

Pursuant to Sections 3500-3510 of the Government Code and subject to the provisions of

the County’s Employer-Employee Relations Policy, the County of Napa recognizes the
Napa County Probation Professionals Association as the exclusive representative of
County employees in the Probation Unit (“Unit”).

Non-Discrimination|

Payroll Deduction

6.1

6.2

6.3

Upeon the written authorization of an employee and approval by the Association

President and Secretary/Treasurer, County shall deduct from the accrued wages of

each such employee, after all other required deductions have been made, the sum
certified as Association dues, fees, assessments and insurance premiums and
deliver the sum to Lhe Assoclatlon-wa—waﬁaa{—ehec—k Adl-dedustions-shell be-an

eses—Such deductions shall be made on a

authorized representative shall notify the County in wntmg of any changes to its
membership count at least &ea—(—!@ﬂ_ working days in advancc of the first bi-

The Association must give two
effective date of any change.

full pay periods prior notice before the

N
% U

- ’V’I/

Commented [AL]: Delete because unnecessary; restates
existing legal duty.

]

Commented [A2]: Payroll deduction smounts can vary due to
muitiple reasons but the County expects that the Assochation will
find deductions to be stable and predictable,

J

Commented [AS]: Please note that all internal cross-teferences
will be updated at the end of the protess, after the final section
numbering is settled.

[ cCommented [A4]: Couaty administration time could require

time beyond the next payroll period but the Countywill not
delit ly delay the ad) of chang: bmitted by tha
Assotiation.
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6.4

6.5

6.6

Delivery of the aggregate amount of Association dues, fees, assessments and
insurance premiums deducted from the salaries of employees covered hereunder
shall be made by County on the same day as employees are paid.

An employee who previously has authorized the deduction of association dues,
fees, assessments or insurance premiums from their accrued wages may request in
writing to the County and the Association to cancel said deductions. Upon
reasonable notice, County shall stop deductions the first pay period in the month
following its receipt of the employee’s written notification ,

Association agrees to indemnify and hold County harmless from any and all
demands, suits, orders, judgments or other forms of liability brought by a third
party that may arise out of or by reason of action taken by the County under this
Article:

7.0  Release Time
[Tentative Agreement Dated August 11, 2022 to incorporate the June 9, 2022 Side Letter
into the MOU. The Side Letter will populate Sections 7.1 through 7.4.]

7.5

7.6

Bulletin Boards

ManagementCounty will furnish reasonable bulletin board space to Association at
all work locations. Material shall be posted and removed only by Association
representatives. The boards shall be used for the following kubjects:

[6)) Association Contact Information
(ii) Association recreational, social and related Association news
bulletin;

{in) Scheduled Association meetings:

it Information concerning Association election or results thereof:
(iv) __ Reports of official business of Association. including newsletters.
reports of committees: and
(v} ___Any other written material must first be approved and initialed by

the Department Head or a designee: and
(v} __Association Governance Documents:

Electronic Bulletin Board
County shall create a “shared folder” for use by Association’s representatives for

Any other material posted shall first be approved by the Director of Human
Resources. Union shall designate and identify for County. three Union members
who shall have exclusive ability to post items to the shared folder. All members
will automatically receive an email alert when a new message is posted on the
Association’s Electronic Bulletin [Board. The use of a shared folder shall be

_____ Commented [A5]: County seeks to retaln the MOU con\er}r‘-—‘
definlng permissible content for the bulletln boards brcause It may
be lable for Inappropriate materlal,

------ Commented [AS]: The County seeks to retaln this language for
the same reason stated for Section 7.5,

pointof explanation deslgned 1o help ensure members are aware of

..-] Commented [A7]: The new sentence regarding emall alerts fs 2
‘ {
Association communications,




8.0

discontinued if County determines the folder has been used in a manner for
matters-other than zepresentationdescribed, or if use and/or access of the folder by
employees is deemed to be disruptive to the workplace.

Onsite Meetings

Association may use County facilities for onsite meetings when space is available, as
long as the meeting will not interfere with County business and upon request and
approval of the appropriate DepartmentHeadChief-Probation-Officermanager or
designee.



9.0

10.0

110

12.0

PART 3. SALARIES AND OTHER COMPENSATION

Salarics

9.1 Wages
[To Be Determined / NCPPA Proposal 23 / County Economic Package

9.2  Equity Study
[To Be Determined / NCPPA4 Proposal 19 / County Economic Package]

MWW&M@&@H@WWW&%@&
will-be-completed-byJanuary1" of thelast-year of the MOU-The-purpese-of this
study-is-oply-to-informsueeessor-MOU-negotintions:

Salary on Demotion

10.1  If an employee is the subject of a demotion (i.e., the employee moves to a position
with a lower salary range maximuom), either voluntarily or involuntarily, their salary
shall be reduced to the salary step in the demoted position that is closest to, but not
above, the salary step in their current position (i.e., before demotion). The employee
shall retain the same salary anniversary date.

10.2  Ifan employee accepts a demotion to a vacant lower class in a different series in
the same department in lieu of layoff and the employee does not have prior
seniority status in the lower class and the employee’s current salary exceeds the
salary range maximum of the lower class, the salary shall be adjusted to the salary
range maximum in the lower class. If the employee’s current salary falls within

the salary range of the lower class but not on an Gtablished grade/,ste;{ inthenew .-

range, the employec's salary shall not change and nay be adjusted to the nearest
higher salary grade/step in the new range at their next sa niversary date. The

Commented [AB]: The Assochlion propased to remove the
term “grade® In seven places In these subsections. The County
seeks 16 retain that term because the County Salary Schedule Is
coded by grades, and employeas are then 2ssigned steps,

employee shall retain the same salary anniversary date.

Salary on Promotion
An employee appointed to a class with a higher salary range than the class which they

Julf

formerly occupied shall receive the nearest higher biweekly satary. The new salary {.2___[1,.21
adjustment shall be at least one full grade/step in the new salary range, but shall not
exceed the salary range maximum as of the date the promotion becomes effective. Upon M

promotion, the employee shall receive a new salary anniversary date. 22_
Salary on Transfer [ /

An employee transferred from one position to another or from one department to another

shall be compensated at the same grade/step of the salary range as they previously

6
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13.0

14.0

received if such transfer is to the same class or to another class with the same salary
range. Upon transfer, the employee shall retain the same salary anniversary date,

Changes in Salary Allocation
The salary of an employee who has permanent status in a class reallocated to a new salary
range shall be determined as follows:

13.1

13.2

13.3

If the class is reallocated to a higher salary range, the employee shall be
compensated at the same grade/step in the salary range as they were receiving in
the range to which the class was previously allocated on the effective date of such
action.

If the position is reallocated to a lower salary range, the employee shall continue
to receive the same compensation they received in their former class on the
effective date of such action.

In both cases, the employee shall retain the same salary anniversary date.

Salary on Position Reclassification

14.1

14.2

The salary of an employee whose position is reclassified shall be determined as
follows:

(a) If the position is reclassified to a class having the same salary range, the
salary of the employee shall not change and neither shall the employee’s
anniversary date.

(b)  Ifthe position is reclassified to a class which has a higher salary range, the
salary of the employee so affected shall be the nearest higher monthly
salary not less than one full grade/step in the new range. The effective
date of the reclassification shall be the new salary anniversary date of said
employee for further merit grade/step increases within the salary range.

()  Ifthe position is reclassified to a class having a lower salary range, the
salary of the employee shall not change and neither shall their anniversary
date.

Neither Association nor any employee may grieve or demand arbitration of a
disagreement regarding the allocation of a salary or salary range of any class
pertaining to an employee or employees in the personnel transactions described in
Articles11.0 (Salary on Promotion),12.0 (Salary on Transfer),13.0 (Changes in
Salary Allocation), or14.0 (Salary on Position Reclassification).



15.0

16.0

Salary Anniversary Date

15.1

15.2

“Salary Anniversary Date” shall mean the effective date of appointment,
promotion, demotion, or reclassification, if such is the first working day of a
biweekly pay period. If the appointment is effective on a date other than the first
working day of a biweekly pay period, the salary anniversary date shall be the
first day of the biweekly pay period following such appointment.

The effective date of any change in connection with Articles 11.0 (Salary on
Promotion), 12.0 (Salary on Transfer), 13.0 (Changes in Salary Allocation), and
14.0 (Salary on Position Reclassification) shall be the first day of the biweekly
pay period in which the change occurs.

Overtime

16.1

General Provisions

@

(b)

An employee who works overtime shall be compensated at a rate of not less
than one--and--one-half times the regular hourly rate (as defined below) in
cash or compensatory time off. Employees may elect to be compensated in
cash or compensatory time off for any overtime worked and must make the
clection on the timecard for the pay period in which it was worked.

Overtime is defined as:

€1 Any time actually worked in excess of the employee’s regularly
assigned shift in a consecutive 24-hour period.

(i) Anv time actually worked in excess of 80 compensable hours

during akonsecutive 14-day work period. provided thatthe .-

additional work took place at times other than during the
employee’s regularly scheduled shifts. and further provided that
the emplovee was not absent from more than Bveone day -of their
repularly scheduled shifts during each work week of the inthe
same-14-day work period due to vacation, compensatory time off.
holiday. sick leave, any other paid leave. or a combination thereof,

(5)———LUnless-otherwise-provided-belows-overtime-is-defined-as-any-time-actually

weorked-in-excess-of-eight-(8)-hours-in-a-conscentive-brenty-four-(24) - hour
perlod—erforty—{40)-hours—in-an—employee's-Fair-Labor-Standards-Act

HLSAy—~wer—period—For—employees—en—an—aliernate—werk—schedule
Gincluding-4/10-and—9/80-schedules);—overtime-is—defined-as—any—time

actualby-werked—in—excess—of-an-employeels—standard —work—day—in—a
consecutive—twenty-four—{(24)—hour—period—or—fory—(40)-heurs—in—an
empleyee’s-ELSA-work-period—For-employees-working-twelve-d2)-heur

{ commented [A9]: Referto Artklz 47, Wark Schedule




l . : Higibility besi it the-emp] A e shifi.

{d—An-employeewhoworksmore-thanthe-normalnumberof workdays-during
WMWWWMMW

| 16.32 Regular Hourly Rate Defined
The regular hourly rate for cash payment is the employee’s standard hourly rate plus
any premium pay identified in this MOU that the Fair Labor Standard Act requires to
be included;-and-as-set-fosth-in-the FLSA.

16.4-3 Compensatory Time Off Maximums
. A maximum of swe-headred-forty{240)240 hours may be accumulated as
g compensatory time off.

46-5—Compensatory time off earned-may be used on a revolving basis and may
be carried over from calendar year to calendar year. Every effort shall be made by
the employee and the dDepartment to use compensatory time off earned within the
calendar year it is aceumulatedaccrued.

17.0 Call Back

i 17.1  Call-Back Pay

(2) Employees who work two 2)-hours or less when called back to work and
required to return to the workplace shall be compensated for three (3}
hours at straight time. repardless of the time actually worked. This three—
hour straight time compensation shell-be-caded-as-call-back-time-and-is
called “call-back pay.” Employees may elect to be compensated in cash
or compensatory time off for call--back pay.

(b) __Employees who work mesefewer than two hours when called back to
work but who are not required to return to the workplace. and all
emplovees who are called back to work for more than two hours. shall be




compensated at-time-and-one-half-1/2)-for-heurs-actually-worked;
including-portal-to-peral-in accordance with the overtime provisions of
Article 27:6:16 for the time they actually worked.

17.2  Conditions for Receiving Call-Back Pay
An employee shall be compensated for call-back upon meeting conditions () and
(b), or (a) and (c):

(a) The call-back work pericd is mere-than-twe-(2)-hours-before-orafter-the
employee’s-normal-weorknot contiguous with a shift: worked by the
employee,

(b)  EmpleveeThe employee has departed from their work location.

© The employee is required to make a job-related court appearance
scheduled during off-duty hours. Sueh-time-beyond-the-employee’s-normal
work-shiftwould-be-considered-time-worked-for-evertime-computation
purpeses:

17.3  Limitations on Call-Back Pay

(a) When an employee is called back to work a second time within four (4)
hours of a previous call back, the employee will receive call-back pay
only for the first time he-orshe-isthey are called back.

(b)  Empleyees-When an emplovee is called back for staff meetings andor
training sess:ons-sha%eeempeas&%eé—ea—aa—he%ﬁe&%&em—bas&s—anless

the-ending-time-of-the-employee’s-normal-daily-verk-shift-and-such-notice
is-given-at-least-twenty-four-{24)-hours-in-advance-of- the-time-wosked; this
Article shall not apply.

18.0  Standby Duty

18.1  Requirements of Standby duty-means-anDuty
An employee on standby duty is required to:

{a)  Respead-immediately-Be able to return all calls for theisthe service
within a-reasenable-timeno more than ten minutes;

(b) _Be able to respond at all hours by telephone; and

(c) Refrain from activities which might impair their ability to
effectively perform duties in response to calls.

10



15.0

20.0

21.0

22.0

23.0

240

25.0

desizneer

The Department shall provide a cell phone to employees on standby duty.

183 Standby Pay

‘When an-employee-on standby duty-receives-a-call-from-the department-and

transacts-business-everthe-telephone-time spent-on-the-call-shall- be deemed-houss

worked-for-determining-overtime-eligibility-but-the employes-shall-notreceive

call-backpay-unlessthe-employeeis-actually-called back-in184—When standby:
duty-is-assigned, the employee shall be compensated at the rate of &vo-dellars-and

sixty-five-cents-($82.65) per hour-for-all-standby-time, except for weekends and
holidays, when the rate shall be twe-deHars-and-pinety-ecents(882.90) per hour.
+8-5-—— Standby assigaments-shall-be-assigned-equitably-ameng-employees-in

reee%eaﬂ—bacﬂayméﬁh&h%eew&sﬁaaébyp&w&&kh&emﬁeye&ewms

npot-be-pai : > ay and call back pay cannot be

earned at the same hours-werked-time.

Night Shift
[To Be Determined / NCPPA Proposal 7 / County Economic Package]

Bilingual Pay
{70 Be Determined / NCPPA Proposal 20 / County Economic Package]

Certified Trainer Pay
[To Be Determined / NCPPA Proposal 14/ County Economic Package]

Field Training Officer Pay
{70 Be Determined / NCPPA Proposal 154 & 158 / County Economic Package)

Armed Officer Pay
[To Be Determined / NCPPA Proposal 16 / County Economic Package)

Probation Safety/Hazard Premium
[To Be Determined / NCPPA Proposal 18 / County Economic Package]

Longevity Pay

Full-time permanent employees with continuous years of County service (including
employees reinstated under Article 51.0) shall receive longevity pay in the pay period
following milestone anniversary dates, as indicated below:

11
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2. Upon completion of fifteen{1515 years, a $1,000 one-time lump sum

payment,

3. Upon completion of twenty£26520 years, a $1,500 one-time lump sum
payment.

4. Upoen completion of twenty—five-{25) years, a $2,000 one-time lump sum
payment.

26.0 Out of Class Assignment

26:1—Employees-should-net be-regularly-assicred-duties-of a-higher classification—Heowever;
ifan-employesinalowerelassification-assumes-a-majority-of the-duties-efa-higherjob
elassifieation-then-the-previsiens-of this-section-sheuld be-followed:

26.1

In General
IAs a general rulé the Department shall avoid assiening an employee to work out of

Upon completion of ter-{18}10 years, a $500 one-time lump sum payment.

G

class unless the absence of an employee in a higher |ob classification cannot be
covered by the absent employee’s supervisor or manager. or such absence is
detrimental to the business operations of the Department, However, if the
Department assigns an employee in a lower classification a majority of the duties of
a higher job classification, then the provisions of this Article should be followed.

26:2(a)Exceptin-the-case-ofan-unexpected-absenceran-out-of-eless-assignment-shall-normally-be
made-in-writing-in-advance-of the-commencement-ofthe-assicament-by-the-Department-ldead-or
designeeand-shall-aclude-an-exnplanation-why-the-employesis-qualified-forthe-assicnment

26.2  Assignment in Writing

263

Except in the case of an unexpected absence, the Chief Probation Officer or designee

shall normally make an out-of-class assignment in writing and before the assisnment
beeins.

Qut-of-Class Differential

{a) Emplovees shall be paid a differential of five percent of their standard
hourly rate for all compensable hours worked in an out-of-class
assignment. except that an emplovee who has worked in an out-of-class
assignment for 10 or fewer consecutive workdays shall not receive the
differcntial for vacation or sick leave hours taken during that initial period.

(b An emplovee who separates from service while in an out-of-class

assignment shall not receive the out-of-class differential for acerued
vacation or compensatory time off paid out at {ime of separation.

12

ed [AL10]: Largely from prior 26.4




26.34 Exception for Underfilling
Employees who are underfilling in-positions with a higher classification do not
qualify for out—of--class pay when performing duties in the lower class.

concre Do Puration-o £ Cut-OFf Class-Assignments
As-a-generalrule-Covnty-shall-aveld-werkingan-employee-in-an-out-of-class
a&ﬁg&meﬁwalesﬁh%bsemﬁa&empbyeﬁ%higheﬁebdmiﬁea&em
ée%ﬁmeﬁ%&k%e&h&bﬁsmess—epefﬂ%m&s—eﬁhe@ep&ﬁmeﬂt—

M%WW&WW&MWMH&&H

,.--{ Commaented [AL1}: Movadio 264
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{(a) Any out-of-class assignment excecding sixty-{66)60 consecutive workdays
in a fiscal year shal-be-subjeet-to-the-following:

#——requires the emplovee’s Wwritten consent-by-the-employee;. Human

Resources will place the consent document in the emplovee’s personnel

file and provide a copy efsuch-petice-will-be-providedtc Human
Reseurees-andto the Association.;

G—-Placement-of the-written-consent-in-the-employees-personnel-fle:

@ii—The-employee-whese-name-appears-on-an-eligibilitylist-referred by
Human-Resources-for appeintment-shall-be-given-due-consideration-for
prometiens-when-such-opportunities-occur-in-the-same-department-as-that
inwhiel-the-ont-efclass-assicament-oeeurred;

(biv) Any employee who is promoted while working out-of-class in accordance
with this Article for six ¢6)-months or more shall receive-at-the-timeofany
premetienbe assigned to the next-highest grade/step with an hourly pay

rate immediately above the sum of the emplovee’s existing hourly pay rate
and the placementin-the-new-range-above-the out-of-class

differentialassicament.

( ) 27.0  Meal Allowance
a Employees-who-purchase-a-meal-while-attending-a-werkrelated-mesting-orconference
shal-be-reimbursed-for-the-cost-ef said-meal-in-aceordancewith-the Napa-County-Travel

28.0  Uniform Allowance, Damaged Apparel, and Other Expenses

28.1 Safety Glasses
Whenever their use is required by County, County shall provide safety glasses at
no cost to the employee.

28.2 Damaged Apparel
County will provide reasonable monetary reimbursement for any damaged

elething-apparel to employees in-theJuvenile-lall Counselorseries-provided the
damage occurred in the course of County employment: and was outside the
employee’s control. The damage and cost of replacement shall be verified by the
Department-tleadChief Probation Officer or designecortheirauthorized
representative.

28.3  Uniform Allowance

.--~] Commented [A12]: The bulk of the Travel Pollcy and other

County employment palicles are not replicated or referenced In the
MDU. The County seaks to remova this content 1o be consistent,

—



29.0

30.0

[The Parties’ Tentative Agreement concerning NCPPA Proposal 8 dated
September 15, 2022, contains the content for Section 28.3.]

Mﬂeage Relmbursemenq
émm%amm%mmmw
persenalb-vehicle to-conduet-County-business-must-first-{a)-complete-and-file-the-proper
forms-stating-the-intention-to-use-their-personalvehicle:-and-{by-have the-prier-knowledze
and-consent-of their-imnediate-superviserte-bereimbursed:

Disability Leave
{To Be Determined / NCPPA Proposal 9 / County Counter-Proposal 9]

15
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PART 4. RETIREMENT

31.0 Refirement
[To Be Determined / NCPPA Praposal 24 / County Economic Proposal]



PART 5. INSURANCE AND HEALTH CARE
32.0  Health, Dental, aAnd Life Insurance

32.1 CaIPERS PEMHCA

(a) Pursuant to the California Public Employees Medical & Hospital Care Act
(“PEMHCA™), the County shall enter into the CalPERS PEMHCA health
plan system (“CalPERS PEMHCA™), effective September of 2002, with
the following CalPERS PEMHCA initial enrollment contribution rates:

o Current Employees - $16
(i)  Retirees - $10

County shall make enrollment contributions as legally mandated under
PEMHCA.

{b) Establishment of Cafeteria Plan
County shall establish a Cafeteria Plan (“Plan”) to provide for additional
health premium contributions and other optional benefits. As part of this
Plan, County shall implement a voluntary employee-paid Vision plan with
no County contribution.

{©) Health Care Reimbursement Accounts/Dependent Care Benefits
County’s existing Section 125 Plan (Health Care Reimbursement
Accounts and Dependent Care Benefits) shall become part of the Plan,
Any fees or administrative costs associated with these benefits shall
continue to be borne solely by the participating employee.

32.2  Contributions to the Plan
The employee’s contributions and County’s contributions to the Plan shall be as
follows:

@ County’s contribution to the Plan shall be a fixed percentage of the
premium rates for the most commonly enrolled plan of active employees
at the time the next plan year’s rates are published unless County is
required to contribute more in order to comply with affordability
requirements under State or Federal law. The percentage of the Plan
contribution by County toward health plan premiums shall remain the
same, should premium rates change, The amount of County’s contribution
shall be:

July—Decemberof Plan-Year 2017

17
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Hr——SubseriberOnby—94%-of the-most-commeoniy enrolled-plan
premivas

Giy—=Subseriber-Plus-One—87% ofthe most-commonly-enrolled-plan

(i —SubseriberPlus-Two-ar-meore—879% of the-mostcommoniy
enrolled-plan-premivm:

Plap-Year 26018

Hy——Subseriber-Ophe—05%-aithe-most-commonly-earelled-plan

L——-Subseriber Plus-One—87% of the-mest-commenly-enroled plan

premum:

Giy——Subseriber-Plus-Twe-or-more—87% of the-mestcommenly
enrolled plan-premivm:

Plan-Yeard010

——-Subseriher-Only—96%%of the-most-commonly-enroled-plon
Gi}——Subseriber Plus-One—87%-of the-mest-conunonly-enroled-plan
premivm:

Gi——-Subseriber-PMlus-Two-or-more—87% ofthe-mest-commenly
enrolied-plan-premivm:

e-ofPlan-Year 2020

County Health Insurance Premium Contribution

@) Subscriber Only — 97% of the most commonly enrolled plan
premium;

(i) Subscriber Plus One — 87% of the most commonly enrolled plan
preminm;

(ii)  Subscriber Plus Two or more — 87% of the most commonly
enrolled plan premium.

For those employees enrolled in a CalPERS PEMHCA health plan:
County’s contribution described in Article 46.2(a) includes the enrollment

18



323

324

32.5

32.6

327

confribution amount legally mandated under PEMHCA as described in
Article 46.1(a).

Emplovee Deductions

All deductions paid by employees for the premium-only part of County’s Plan
shall be made on a bi-weekly basis but no more than twice in a calendar month.
Furthermore, all County contributions for employees participating in the Health
Care Reimbursement Accounts or Dependent Care Benefits part of the Plan shall
be made on a bi-weekly basis no more than twice in a calendar month.

Cash-In Lieu of Health Benefits

Employees who sigu County’s attestation of other group medical coverage and
who elect not to participate as an employee in any CalPERS PEMHCA health
plan, may elect under the Cafeteria Plan to receive one-hundred-ffty-doHars
£$1503 per month (or a prorated amount for part time employees) in lieu of
participation in a health plan. County shall pay any health premium
administrative fee required for employees who “opt out” of health coverage under
this provision. Subject to CalPERS regulations, employees may make this
election at any time.

County-wide Benefits Committee

(a) The parties agree to maintain the County-wide Benefits Committee,
comprised of County representatives and representatives from each
bargaining unit, for the purpose of meeting and discussing health
insurance benefits, analyzing costs and developing a program to control
costs.

(b)  The committee shall convene annually within one month after CalPERS
publishes its new PEMHCA health plan premium rates and at other times
upon written request of any participant.

© It is understood that County continues to have the right and the obligation
to administer the various insurance programs. These rights and obligations
inciude, but are not limited to, the right to select the carriers and insurance
claims administrators after consideration of the recommendations of the
Benefits Committee and prior meeting and consultation with Association.

Dental Coverage
[To Be Determined / NCPPA Proposal 21 / County Economic Proposal]

Life Insurance



32.8

County shall provide twenty-theusand-dellars£$20,000) of term life insurance for
each employee with an option for an employee to purchase up to twe-hundred
thousand-deHars(8200,000) in additional supplemental life insurance at the
prevailing rate.

Paid Status Requirements for Coverage

(a)

®

©

Paid Status Requirement

Except as provided in subsection (c). where-aleave-efabsencewvithent
pay-for-medicalreasens-is-autherized-by-County;-an employee must be in
a-paid status at least forty (40} hours each-bi-weekly-per pay period to be
entitled to the County’s contribution towards health, dental and/or life
insurance planspremiums. An The-employee who is in a paid status for
less than forey-{40) hours each-bi-weelly-per pay period may elect to
persenatiy-pay the amount of the County's share of such-eontribution
towards-said-plansthe premium(s) in order to secure or maintain coverage.

Part-Time Emplovees :

Part-time employees working ferty-{40) hours or more per pav periodbi-
weekdy shall be eligible to participate in the health, dental. and life
insurance programs on a pro rata basis, Prorations shall be based upon the
employee’s regular weekly work hours. Election to participate shall be
made during the employec’s initial enrollment period with County. Any
employee hired on or before July 5, 1996, who is-werking-fory-(40)works
40 hours or more bi-weelkdhy;per pay period shall be eligible to receive the
same County health, dental, and life insurance contributions as a full-time
employee.

Employees on Leave Witheut-Pay-for Medical Reasons

iy FMLA and CFRA Leave
The paid status requirement does not apply to an employee who is
on leave pursuant to the Family Medical Leave Act (FMLA) or
California Family Rights Act (CFRA) for all or any portion of the
same pay period in which the emplovee is on FMLA or CFRA
leave.

() Leave Deemed Paid
An emplovee is in a paid status if they are using hours of accrued

sick leave. vacation. or compensatory time off in conjunction with
SDI benefits.

(i) Authorized Unpaid Leave

20



An employee who is on an authorized leave without pay for
medical reasons must be in a paid status for at least six (6)-hours in
a each-bi-weekly-pay period in which the costs of medical, dental,
or life insurance-and-ethersimilar benefits- premium(s) are
deducted to be entitled to the County’s contribution to the premium

Qavmem(s) for that pay perlod AMHWWHW%%

32.9 Retirement Health Benefits

@

®

©

Sick Leave Conversion
[To Be Determined / NCPPA Proposal 10/ County Economic Proposal}

Long-Term Service Conversion

In lieu of any other health coverage provisions set forth in this Article
46.9, a retiring employee may elect the following: An employee who
retires with twenty~(26)20 years or more of continuous, full-time County
service (County service is also considered continuous if an employee is
reinstated pursuant to Article 51.1) shall be eligible for County-paid single
party health coverage (at the most commonly enrolied active employee
plan rate) until Medicare Supplemental Qualifying Age. For qualifying
retirees electing to participate in a CalPERS PEMHCA health plan,
County shall contribute an amount equal to the most commonly enrolled
active employee premium for Subscriber only which shall be deemed to
include County’s contribution for such retirees as mandated under
PEMHCA. Retirees may switch plans during the CalPERS open
enroliment period.

Coverape Paid by Retiree

An employee who retires from County service shall be eligible for health
coverage in the CalPERS PEMHCA health plan in which they were
enrolled upon retirement at their own expense, less the amount County is
legally mandated to contribute under PEMHCA. Such coverage shall be
available to currently retired employees and future retirees upon the
exhaustion of health coverage benefits provided under Article 46.9(2) and
46.9(b) therein, and to employees who retire but who do not have
sufficient sick leave to qualify for health coverage benefits under Article
46.9(a). To qualify under this provision a retired employee must have
both separated from active permanent service with County and filed

21



documents with the California Public Employees® Retirement System
(“PERS™) to begin receiving monthly benefits within the time period
specified under PERS law (e.g., currently ene-hundred-and-twenty-(120)
120 days).

(d) Medicare Eligibility
Current employees hired prior to April 1986; who have enrolled in the
Medicare program shall contribute the employee’s share of the Medicare
contribution;, and County shall contribute the employer’s share of the
contribution. This benefit is contingent on County’s legal ability to
participate in the Medicare program vnder existing state and federal law.

32.10 Employee Assistance Program
County agrees to provide an Employee Assistance Program (EAP) that includes
up to five £5}-sessions for each qualifying incident per employee and eligible
family member per ealendaryear{benefit year). An incident is defined as a
separate and different occurrence, problem, or event.

32.11 Domestic Partner Benefitd

Empleyees-whe-areregistered-domestic-partners-as-defined-by-state-lavy-shall-have the
same-benefits-as-married-employees:

22
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PART 6. PAID AND UNPAID LEAVE

33.0 Vacation

33.1

332

Every permanent, full-time employee shall accrue vacation leave up to the
permitted maximums as provided in the schedule below. An employee shall not
accrue vacation in excess of the permitted maximums. DepartmentHeadsThe
Chief Probation Officer or their designeesdesignee shall give employees a
reasonable opportunity to use such vacation within-the-year-50 as not to exceed
the maximum accrual.

VACATION LEAVE ACCRUALS

Years of Continuous Hours of Vacation | Maximum Accrual for
County Service Accrued per Pay Years of Continuous
Period Service

Date of Hire through 3.8 howrs 240 maximum hours
Year 3

Years 4 through 9 4.8 hours 300 maximum hours
Years 10 through 14 6.2 hours 400 maximum hours
Years 15 through 19 7.2 hours 400 maximum hours
Years 20 through 29 8.0 hours 400 maximum hours
Years 30 or more 9.0 hours 400 maximum hours

(a) An employee’s new vacation accrual rate will be effective on the first day
of the pay period following the anniversary date of the year referenced in
the above schedule.

(b)  Each employee, with approval of the Department-HeadChief Probation
Officer or designee, may take vacation privileges as earned.

(¢}  Anemployee shall have their vacation accrual date adjusted in accordance
with the schedule set forth in Article 60.5 (Leave of Absence Without
Pay-Salary Anniversary Date) when they are on leave without pay.

(d)  Anemployee separating from service shall be entitled to payment for
accrued and unused vacation at their base rate of pay.

(¢)  No person shall be permitted to engage in compensated work for

compensatienfor-the County in any capacity during-the-time-of their
paidwhile receiving vacation frem-County-servicepay.

Every permanent-for-cause employee shallmav be-allowed-e-cash- out up fo 40

hours of accmed vacatxon time once agach calendar year provided that they meet ——
1 C [AL5]:t Intended to prevent a
east-30-hours-ofvacation constructive recelpt tax Issus for employees.




leave-during-theyearand-has-a-total-of-80-hours-af aceruedloave time remaining
in-their-vacation;- heliday-and-compensatory-time-offeave-banks-afier-the-cash

G-

(a) The employee makes an irrevocable election the prior calendar vear (by
December 31. 11:59 p.m.) stating the amount of vacation. up to 40 hours.
they want to cash out the following vear:

) The employee uses af least 80 hours of vacation leave during the same
calendar vear that they are cashing out vacation leave: and

() The emplovee will have at [east a total of 80 hours of accrued leave time

remaining in their vacation, holiday and compensatory time off leave
banks after thethey cash out.

If the emplovee does not meet all of the criteria stated in this Article. they will not be

eligible for the cash-out. even if the employee made a timely election pursuant to

subsection (a).

34,0 Holidays

34.1

@

Holidays Observed

The Board of Supervisors designates County holidays. The holidays listed
below are observed by County—Employees-in-the-Probation-Department
may-be-assizned-te-worcona-heliday- as of the commencement of this
MOU.

6] January 1 (New Year’s Day)

(ii) The third Monday in January (Martin Luther King Jr.’s Birthday)
(iii)  The third Monday in February (Washington’s Birthday)
(iv)  March 31 (Cesar Chavez’s Birthday)

(v)  The last Monday in May (Memorial Day)

(viy  June 19 (Juneteenth-QJune-19%)

(vii)  July 4 (Independence Day)

(vili) The first Monday in September (Labor Day)

(x) November 11 (Armistice Day)

(®)  The fourth Thursday in November (Thanksgiving Day)
(xi)  The day following Thanksgiving Day

(xil) December 24 (Winter Holiday)

(xiiiy December 25 (Winter Holiday)
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(xiv) Every____Any day eppointeddesionated by the President of the United
States or the Governor of the State of California ferto be a public
holiday;-thanksgiving; or fast-when-by-itsterms:

GA——Sueh-day willof observance. provided the designation does not eceus
em-anprovide for annual basisrerrecurrence.

B)——Such-day-will recuron-an-annual-basis-and-has-been-mutvelly-agreed-upon-by

(b)  Observance of Holidays Falling on a Saturday or Sunday
Except as to subdivisien-48-1holidays designated pursnant to subsection
{(a)(xiviEAJ-ifany-of) above. which will be celebrated on the
abevedesignated day. holidays falisfalling on a SaturdaySunday;the
heliday will be observed the preceding Fridavfellewins-Menday, and i
eny-fallsholidays falling on a SaturdeySunday;-it will be observed the
following Mondaypreeedingriday. ¥However, if December 24 or 25
falls on a weekend, itDecember 24 will be observed the preceding Friday:
I, and December 25-falls-en-a-weekend;-it will be observed the following
Monday.

Y

34.2 PartPermanent. part-time employees and-employess-assigned-to-shifi-work-shall

receive the same-numberoefholidays- holiday benefits as regularfull-time
employees:

343 Part-time-employees-shall receive-holiday-benefits- on a pro-rata-basis,
proportional to-full-time-employmentbasis.

344 Holiday Pay
[Tentative Agreement reached on 9/15/22 will populate this section.)

35.0 Personal Leave
Employees in a paid status the first pay period of the calendar year shall receive nineteen
€19) hours of personal leave each calendar year, which may be used for personal reasons.
Personal leave has no cash value and must be used during the calendar year in which it is
received or it is deemed forfeited. Those hired after the calendar year begins will receive

a pro rata share of personal leave time based on the number of pay periods remaining in
the calendar year.

36.0 Sick Leave
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36.1

36.2

36.3

364

Sick leave with pay; up to the amount of the employee’s accrued sick leave; shall
onlv be granted to an employee unable to perform the duties of their job because
of iliness, injury, pregnancy, medical appointment, or other closely related
preventative health care or other causes as provided in Articles 50.4 (Sick Leave
for the Care of an Il Family Member), 57.0 (Pregnancy Disability Leave), and
53.0 (Critical Illness Leave). Sickleave-is-notan-unconditional-right-te-be-absent
from-work-end-shall-only-be-allowed-by-anemployees-superviser-whenthe
cenditions-deseribed-abeve-have been-met

Employees shall accrue 3.8 hours of sick leave for cach biweekly pay
period with unlimited accumulation of sick leave hours.

Doctor’s Note

If both of the following criteria are met. A-Bepartmenteadthe Chief Probation
Officer or their designee may request-require an employee to provide fusnish-a
physician’s certificate as proof of iliness, indicating the length of time the
employee was, or can expect to be, off work ;i

(a) The employee requesting sick leave already-has already used atleast-half
of their annual aHetment-ofsick leave accrual on a calendar vear basis
(49.4 hours of paid sick leaveland-isrequesting-sick-leave that—equateste
sin-{6)-days; and

(b)  In the opinion of management, with authorization from Human Resources.
the employee is abusing and/or has abused sick leave privileges.

If the above criteria have been satisfied and an emplovee has been required to
provide a doctor’s note. subsection (a) will no longer apply to that employee
going forward.

Sick Leave for the Care of an Il Family Membed

in-any-calendar-year-pursuantio-Labor-Code-Sec-233-an-employee-may-use-their
acerued-and-available siclkleave-benefits;upto-a-maximum-of forty-nine-hours-and
twenty-fourminutes{49-4hours)-for the-care-of theirillspouse,registered-domestie
pariner-child-parent-parent-in-law,-grandparent-grandehild-and-sibling—County
may-require-written-substantiation-of illness-er-injury-by-a-licensed physician—For

purpeses—ef-this-Articlespouse”-menns—a-periner—in-marriage-as-defined-in
Califernia-Tamily-Code-Seetion-3000-“repistered-domestie—partner-means—a
partperin-a-domestic-partnership-as-defined-in-Family-Code-Section-297:child?
means-a-bislogicel-fosteroradopted-child-a-stepehild-a-legal- ward-er-a-child-ofa
ﬁeseaﬁtaadmgﬂa%eea—pmﬂas»e%ehﬁé—ef-wegﬁemé—demesﬁe—paﬁﬁeﬁ

arent-means-a-biclegieal—foster-or-adeptive-parent-a-stepparent-er-a-legal
@MMMQ%MMMHH@W

26

_--{ Commented [A16): Existing legal duty




37.0

W%XMMWHM%M@W%
sibling.

36.5 Conversion of Vacation to Sick Leave
If an employee on vacation becomes il], the employee may request a conversion
of their vacation time to sick leave with pay if the iliness islasts three (3}-or more

working days as verified in duration-and-is-supperted-by-a-statementfrom
aawriting by a licensed physician, or if the employee is hospitalized for any

period due to accident or iliness.

36.6 Employees who have accumulated 500 to 1000 hours ofin their sick leave
aceumnulated-each-yearbank as of the beginning of the calendar year shall receive
four (4)-hours of personal leave to be used for any purpose. Employees who have
+6060accumulated 1001 to 1500 ermere-hours efin their sick leave aceumulated
each-yearbank as of the beginning of the calendar year shall receive eight (8}
hours of personal leave-te-be-used-for-any-purpese-otthe-beginninz-of the
calendar-year—Employees, and emplovees who have 15881501 or more hours efin
their sick leave accumulated-each-yearbank as of the beginning of the calendar
year shall receive sixteen-£16) hours of personal leave-to-be-used-forany-purpese
at-the-beginning-of-the-calendaryear. Personal leave has no cash value and must
be used during the calendar year in which it is received or it is deemed forfeited.

Reinstatement of Benefits

A permanent employee who voluntarily separates from County employment while in
good standmg butand who is rehued to any posmon within the sameéep&rtmeﬁt—er—t&aﬂy

QQQ%Probatlog Degartmen thhm &ve%ve—(m) months of such separanon- shall fe%um
withreceive the same vacation accrual rate, and their unused sick leave that-the-employee

had-upen-separation—}-the-rehired-empleyee-hadhours will be restored. However. sick
leave hours will not be restored to retired employees reinstated as active employees if

Jl‘.’-i elected to use %heﬁaeemeé—aﬂaseé—s&eléeave—fe%eﬁefﬂe&eseé&eﬁfeﬁaaymeﬂ%

thee%'feeﬁve«éa{e beneﬁts

Further. service vears credited to employvees who satisfv the requirements of this

provisien—Ifan-employee-dees-notmeet-the-above-conditions-the-employee-shall-not-be
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entitled-to-resteration-of-any-sickteave-balanceremainingat-the time-of separation-from
County-serviee:Article shall be deemed continuous for purposes of Articles xx and xx.

Ir-additien;-employees-rehired-underthis-previsionwill-have-their-total-years-of sepvicewith
Ceunty-counted-as-continuous-county-service-for-purpeses-oflong-Term-Service-Conversion-of
health-upon-retirement-as-outhined-inArtiele46:9(b}y-end-Lengevity Ray-in-Article 380

38.0 Bercavement Leave

38.1

38.2

Employees shall be granted leave with pay of up to ferty£4040 hours in a calendar
year due to the death of a member of their immediate family. Of these 40 hours. up
to four (4) hours mav be.used once per calendar vear in one block of time to attend
a funeral for a person who does not meet the definition of “immediate family” in
Scction 38.2, below, SuehBercavement leave for immediate family may be taken
intermittently through the calendar. year and may be used for more than one
occurrence until the maximum amount for the calendar year has been exhausted.
Such leave shall not be charged against accumulated sick leave or vacation.

For purposes of this Article, “immediate family™ shall be limited to;-spouseehild;
mether-fathes-registered-domestic-pariner-grandparent-grandehild - brothersister;
the—corresponding-step-relationship—methes-in-lavws—fatherin-lave—sister-in-tavy
brether-in-lawrser-in-lawsor-davghier-indavs

(@) Natural. step. adoptive parents and grandparents of the employee.
grandparents of spouse:
b A person acting in loco parentis for the emplovee or their spouse. or an
employee or their spouse acting in loco parentis for another:
{©) Natural. step. adopted children and grandchildren of the emplovee.
includine miscarriage and stillbirth;
(d) ___ Natural. step. or adopted brothers and sisters of the employee and their
children:
{e) Present spouse of the employee:
H Natural. step. adoptive parent of the employee’s child:
() Natural. step. or adoptive parents and grandparents of the employee’s
spouse:
h Natural, step. or adoptive grandchildren of the emplovee’s spouse:
(i) Natural. step. or adoptive brothers and sisters of the employee’s spouse;
() Present spouse of the employee’s natural, step. or adoptive brothers and
sisters:
(k) Son-in-law and daughter-in-law of the emplovee or their spouse: and
1)) Repistered domestic partner.

39.0 Critical Illness Leave
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39.1 Employees shall be granted leave with pay of up to ferty-{48¥40 hours in a
calendar year due to the critical illness of a member of their immediate family,
where death appears imminent. Such leave shall be chargeable to sick leave.

39.2 For purposes of thls AmcIe 1mmediatc family” is defi ned above in Sechon

%M@MHMWWWW
moether-in-law-father-in-lave-sister-in-law-brother-in-law,sen-in-lavs-or
daughter-in-law

40.0 Professional Education/Training

41.0 Military Leaves of Absence
Every employee shall be entitled to a paid leave of absence and other related benefits for
military duty, as set forth in applicable Federat-ond-State Lav-and-inresolutions-andfor
ordinances-of the Board-of Supervisors—Paid-leaves-of ubsence-underthis-Asticle shall
notbe-chargeable-toaccrued-vacation-eredits:federal. state. and local law,

42.0 Pregnancy Disability Leave

22— The-use-of-Article-5%1-doesnot-preclude-an-employee-from-utilizing benefits
vader-theFamily-and-Medical Leave-ActEMEAY-or-the-California Family Rights- Act-{CERA):
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423 —Any-employeewho-greves-Article- 572 shall-oaly-be-allowed-to-pussuesuch
grievance-up-to-and-including the Director-of- Human-Resources.

43.0  Leave of Absence for Judicial Purposes

43.1— An employee shall be entitled-to-Jeaves-efabsenceexcused from work il

subpoenaed to appear as a non-party witness in ceust-ir-a court svhish-haswith
jurisdiction to compel their presence-,_Appearing in court for work-related
reasons-,_including as a third-party witness subiect to subpoena. is considered part
of an emplovee’s regular job duties and is not selatedsubiect to misconduct-of

su this leave provision,

432 BveryAn employee shall be entitled-te-a-Jeave-ofabsence-excused from work
when segularly-called for jury duty,

433

The County shall compensate emplovees who are absent as specified in

subsections 43.1 and 43.2 in the manrer-provided-by-lave

————43:3—Buchleaves-of absence-shatl-be-grantedwith-pays-up-te-the-amount of the

434

difference betwecen the employee’s regular earnings efsaid-employee;-and any
amount they-received by the employee as compensation for jury service or
witness fees;-exeeptthat-the-employee-may-retainthe-, Reimbursement for travel
expenses received-from-court-when-serving-on-a-jurr-outside Napa-Gountyshall
not reduce the employce’s compensation,

In the event an employee who is assigned to work the graveyard shift is
eatledsummoned to appear for jury duty on the morning after completing a shift,
the supervisor-will-flex-the-employeeis-schedule-by-changingthe-employess-work
heurs{o-previde-sufficientemployee may request an eight-hour period of rest

prier-to-the-start-ofin advance of reporting for jury duty without 2 loss inpay. -

provided the employee has given the supervisor fourteen{14) calendar days’
notice in advance of the date they are-seheduled-te-appesrhave been summoned
for jury duty.

44-0—Noting-Time

An-employeesvho-isreaistered-to-vote-in-priman-and-seneral-elections-shall_The rest

period may be granted adequateby assigning the emplovee 1o a different shifl or
reducing the time aetexeeeding two-(2)-hours-to-voteworked at the start-er-the
end of the woerlesehedulerata-time-when-the pells-are-open-and-in-accordanee
with-California-state-law—This-section-is-limited-tothese-employees-whose
regalarmwork-seheduleseverely-limits-aceessto-the-polls-and is-subjectte
epprovel-by-the-Department Head-or-designee-Employees-shall-provide their
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the-election-graveyard shift preceding jury duty.

45.06 Leave of Absence Without Pay

45,1 Reason for Leave
A leave without pay may be granted for any of the following reasons:

(® 1llness or disability;

(b)  Aneducational program;

(©) Child care; or .
{d)  For personal reasons deemed acceptable to the approving avthority.

45.2 . Time Limitations on Leaves of Absence Without Pay

[ All leave without pay will be calculated on a rolling year basis.

(sb) Anemployee may be granted a leave of absence without pay as follows:

Up to 120 Hours: upon written request approved by their-Bepartment
Headthe Chief Probation Officer and the Director of Human Resources or
their designees;

Between 120 Hours and One Year: upon approval of the Department
HeadChief Probation Officer, the Director of Human Resources, and the
County Executive Officer {or their respective designees);

More Than One Year: upon approval by the Board of Supervisors.

%&pweeé&re—fe&%aﬁaa&e\{eﬁ&eas—beyeaéeﬂeﬁeamha}%ﬁh&mma?

Mﬂmmmm
{c) Unauthorized Leaves

Any employee who is absent without proper authorization for twenty-four

{24324 work hours or more may be automatically terminated from County
employment.

453 Early Retum
An employee may return from a leave of absence without pay before expiration of

the leave provided that the employee natifies the DepartmentHeadChief
Probation Officer at least two weeks prior to the retum. -The Director of Human
Resources and Auditor shall be notified promptly of the return. The Chief
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45.4

45.5

45.6
on

Probation Officer Bepastmentidead-shall give an employee temporarily filling the
position at least two {2}-weeks’ notice prior to terminating their employment.

Leaves of Absence Without Pay - Accrual Rates

An employee taking leave without pay shall eamn sick leave, vacation leave,
holidays and bi-lingual pay during the week in which the leave of absence occurs
pro-rated in accordance with the number of hours in a paid status.

Example: If an employee works 30 hours and is approved for 10 hours leave
without pay in a 40-hour workweek, the accrual rate for the above items shall be

75%.

Leave of Absence Without Pay - Salary Anniversary Date

The granting of any authorized leave of absence without pay shall cause an
employee’s salary anniversary date to be adjusted by the number of pay periods
equal to the nearest number of pay periods for which the leave is granted, according

to the chart below:
Number of Hours of Anniversary Date Extension
Leave w/o Pay
0-56 No Change
57-~120 One Pay Period
121-200 Two Pay Periods
201 -280 Thrce Pay Periods
281 -360 Four Pay Periods
361440 Five Pay Periods
441 - 520 Six Pay Periods
521600 Seven Pay Periods
601 — 680 Eight Pay Periods
681760 Nine Pay Periods
761 -840 Ten Pay Periods
841-9520 Eleven Pay Periods
921 - 1000 Twelve Pay Periods
ete... efc...

Wages While
Leave of Absence

Employees shall
use all of their
accumulated sick
leave in excess of
120 hours (if
leave is medical),
vacation leave in

excess of eighty-{86)80 hours and all of their other compensatory time prior to
beginning an approved leave of absence without pay.

In the case of catastrophic leave donation (County Policy Manual
Section 37N), an employee shall exhaust all accumulated leave before qualifying
for lcave donation under this policy.
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This provision does not apply in the case when an employee is on
medical leave in accordance with the Family Medical Leave Act (FMLA) or the
California Family Rights Act (CFRA) and receiving some form of wage
replacement (i.e. State Disability Insurance, Paid Family Leave, and/or
Temporary Disability payment through Workers’ Compensation). In those cases,
refer to County Policy Manual Section 378 regarding leaves of absence for how
employees accumulated leave may be used to coordinate with these wage
replacement benefits.

Treatment of Holidavs
An employee shall eamn holiday credit in accordance with Article 60.4 whenever
they are on leave without pay during a week when County observes a holiday.

Wage Replacement (State Disability Insurance. Paid Family Leave and
Temporary Disabili

(a) Altemnating Leave.

Except for an employee who is off work and receiving State Disability
Insurance (SDI), Paid Family Leave (PFL), or Temporary Disability (TD)
payments or except as otherwise provided by law, no employee shall be
permitted to alternate the use of paid iesve-time off (vacation, sick leave,
compensatory time off, etc.) with leave without pay.

[15)) SDI Contributions.
The full amount of the Grequired contribution for SDI coverage shall be
paid by the emplovee in the form of a salary deduction.s-for-State

Disabilit-Insurance(SDH-shall- be-deducted-from-the-salanr-ofeach

(c)____Notice of Application or Non-Application for Benefits.
An employee shall apply for SDI/.or PFL benefits as soon as they are
eligible toreceive-themyat-which-times-they-shalland notify Human

Resources that they have submitted the application. 1fan employee
eligible to receive SDI4 or PFL benefits chooses not to apply, the

employee shall se-notify the Human Resources Director in writing, and
Human Resources will svhe-shall-then notify the Auditor-Controller. In the
absence of notice of non-application by the employeeOtherwise,
deductions shall be made from the employee’’s salary in the anticipated
amount the-employee-weuld-receive-inof SDI£ or PFL benefits.

{(d) Benefits Substitute as Salary.

No employee shall receive their-full salary from County while at the same
time receiving SDI for PFL benefits.
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PART 7. WORKING CONDITIONS

46.0 Probationary Period

46.1

46.2

46.3

Duration of Probationary Period

Employees shall be subject to a probationary period of twvelve£12)12 months, which
shall begin on the first date of employment. Upon promotion, employees shall be
subject to a probationary period of six {6}-months;-ahich the pProbationary period
may be extended up-te-twelve{12}-months-as provided in Article 846.3 ((Bxtension
efProbationary Period Extension).

Temporary, Extra Help or Provisional Service

Upon written request of the Chief Probation Officer or designee—empleyeels
Department-Head, Human Resources may approve counting up to a maximum of
four {43-months of temporary, extra help, or provisional service prior to appointment
as part of the probationary period. In order for such prior service to be counted, the
temporary, extra help, or provisional service must satisfy all of the following
conditions:

(a) It must have been in the same class and department as that to
which the new appointment is made;

(b) It must have been full time; and

{c) 1t must have been separated by no more than four (43-calendar days
from the date of the new appointment :

td——Notwithstanding satisfaction of all-the foregoing conditions, Human
Resources may, with good cause, disapprove counting such prior temporary, extra
help, or provisional service as part of the probationary period.

Lxtensten-efProbationary Period Extension

(a) Extension by Department
The Department may extend an emplovee’s probation period }f (1) the
dDepartment has had insufficient time to evaluate the employee, or (2) if
additional time on probation might allow the retention of the employee-or-for
ether-exceptionalreasons;-the-deparstment-head-may-request-an-extensien-of
apte-twelve-{12)-menths. The Department shall notify the emplovee in
writing of the probation extension prior to the end of the probationary period,

The probation extension notification shall include an emplovee performance
evaluation. reasons for the extension, and the duration of the probation

extension. Once a manager and the probationary employee have signed the
probation extension. it shall be forwarded to the Director of Human

34



e,

"

z »

47.0

Resources or designee prior to the end of the probationary period for review
and approval. The emplovee will receive the final probation extension form
for their records.

{b) Extension bv Director of Human Resources
Prior to the end of the probationary period. the Director of Human Resources
may extend an emplovee’s probation for 30 calendar days. The Director
shall sign a probation extension form stating the duration of and reason for
the extension. The emplovee will receive the probation extension form for
their records. An extension by the Director of Human Resources does not
affect the authority of the Department to further extend the emplovee’s
Qrobanon period pursuant to subdwxston (a).

Mm%pmeé—&edepa&mea&h&aé@hm%&empleyemang
() Permanent Status
An employee attains permanent status when the probation extension expires
unless otherwise notified prior to completion of the extended probationary
period. When-unusual-circumstances-eccurduring-the-Jastten {10)-days-of
the-prebationary pedod;-the-Directorof Human Resources-shall-have the
authority-to-extend-the-probationar-period-by-thirky-(30)-calendar days:

Work Schedul_c

47.1 Purpose

This Article is intended to define the normal hours of work and shall not be

construed as a guarantee of hours efwerl-per-day-or perweelks-er-of-days of
work,_or of the use of all listed work persweek-—schedules by the Department.
Further. this Article reflects the County’s election of a 14-day work period
pursuant to 29 U.S.C. § 207(k). as all Juvenile Hall Counselors and Probation
Officers are law enforcement officers performing law enforcement duties. This
election is intended to provide additional scheduling flexibility for both parties,

——A7.2  WorkSchedules

________ Commented [A18]: County proposes to move *Work
e Schedules” shead of the other subjectsin this Article,

a Emplovees shall be assigned to work on specific days of the week, with
regular shift starting and ending times. based on one of the following
schedules:

35



(H 7/80: Six 12-hour workdays and one 8-hour workday in a 14-day
work period.

(2) 8/80: Eight 10-hour workdayvs in a 14-day work period.

[£)) 9/80: Eight 9-hour workdavs and one 8-hour workday in a 14-day
work period.

4) 10/80: Ten 8-hour workdays in a 14-day work period.

(b) The 14-day work period is contiguous with a payroll period.

(c) Emplovyees are not entitled to their existing regular work schedules and
may be reassiened based on business needs. However. the Department
shall not change an emplovee’s regular work schedule without 14 calendar
davs’ notice to the emplovee, unless the employee consents to shorter
notice. Qvertime assignments. temporary schedule chanses to

accommodate trainings. an employee’s scheduling request. and
assignments to light dutv as a temporary accommodation are not subject to

this notice requirement.

47.3  Workday

{ay—Thenermalworkday-shall-be-eight-{8)-consecutive-hours-ofsvork;
exclusive-ofatleast-a-thicty-(36)-minute-lunch-period;-in-a-consecutive
twenty-four (24 hour-period,-exceptas-previded-in-Article-6 L6 Emergeneies);
and-except-as-provided-inAsticle-64-5-Work-Shifis)-for child-care—Eacheight
Eyheurshifimayratthe-option-ofthe-employeer-inelude-two {2} -fifteen-45)
avinute-rest-periods;-as-providedin-Artiele-62-0-(Rest-Perieds):

consecutive-hours-efworcin-a-consecutive-twenty-four (24} - hour periodrexcept
that-in-a-fourteen 34 -day-conseentive-period-ene-workday-shall-be-eight-(8)
eonsecutive-hours-efwore—tf - County-determines-the-twelve-Hi2 )} -hour-day-is-not
in-its-bestinterest-the-Asseciation-shall-be-netified-inwriting-ofa-pending
ehange—Unlessthe-parties-agree-to-an-alternative; County-shall revert-to-Artiele

{e}——Tor purposes of this Article 47. a workday is the consecutive 24-hour period
that begins at the same time as the start of the emplovee’s work shift. An emplovee
shall not be regularly scheduled to work more than one work shift in a work day.
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4 Work Shifi

{a) A work shift comprises the specific hours each workday that an emplovee
works based on their regular work schedule.

(b) For emplovees assigned to a 8/80. 9/80. or-10/80 schedule. the length of an

emplovee’s work shift shall be the number of hours of work regularly
assigned for that workday based on the employee’s schedule. in addition
to a standing unpaid lunch period of 60 minutes. - A 30-minute lunch
period may be approved by the employee’s supervisor,

{c} For emplovyees assigned to a 7/80 schedule, the Department will provide
lunch on the premises during a 30-minute paid lunch period. The
employee’s lunch period shall not extend the length of the employee’s
shift,

Shifts will have regular start and end times, which may vary by du
assignment.

(e) At the employee’s request and with the approval of the Chief Probation
Officer or designee. the Department may temporarily modify an employee’s
shift start and/or end time for any workday(s) during their 14-day work
period. The emplovee may be allowed to make up the missed time during
the same work period. Hours worked under this provision shall not be
considered overtime except when the total of hours actually worked exceeds

80 hours in the work period.

(i  Employees scheduled to work a shift in which Davlight Savings Time
either takes effect (Spring) or reverts to Standard Time (Fall) shall be paid
for hours actually worked. When Daylight Savings Time takes effect.
these emplovees shall use one hour of paid or unpaid leave time.

Ceonsistentyvith-the Fair-Labor Standards-Aet-thewerk-peried-(alse-knowa-as-the
“workweek™)-for-employees-with-work-scheduleswhich-include-five-weorkdays-begins-at
12:00-A-M-Saturday-moming-and-ends-at-11:59 P M-the following Fridey-night—The
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wark-peried-for-employees-vith-u-5/80-alternativewerk-sehedule-is-defined-in-Avticle
617
e - Wk -Schedules

(a)——Empleyess-shal-be-scheduled-to-work-on-specifically-named-daysof the-week
having-reguler-starting-and-guittins-times—The-werk-sehedule-shall-normally-be-fAve (5)
censecutive-workdays-and-two-{2)-days-of rest-in-each-seven—conseeutive-day-timeframe:

foy—Theworssehedule-may-be-modified-to-five-{5)}-non-conseeutive-days-o
accommedate-employee-development-opportunities-either 1)-to-schedule-groupsof
employees-for-trainings-and-related-oppertunities-on-rare-occasions-when-the-event
cannet-be-scheduled-on-employees—nermal-workdays-or-2)to-send-an-individual
employee-to-a-trainingorrelated-oppertunity-if-the-employes-agrees-to-the-schedule
changerThe-work-sehedule-may-be-modifiedto-five{5)non-consecutive daysto
accommodate-periodic-werlesroup-wide-schedulechanges-andlor-periodic-workgroup-
wide-shift-changes-usingexisting-end-mutualiy-acceptable-schedwle-and-shift
determination-precesses—An-employec-may-be-granted-split-days-off for-child-care
reasons-if the-empleyee-requests-split-days-in-weiting-and-receives-appreval-from-the
Bepartment-llead-or-desigree-An-employee’s-ongaing-worcschedule-shall-not-be
changed-witheut-a-fourteen-(14)-calendar-day-prior-netice-to-the-empleyee-Overtime
mm%wgm&%mmmmﬂﬁ%@h
- changes:
( ; 475—WorlShift -

A-wodcshift-isthe specifichours-each-werkday-that anemployeewerks-There-may-be
multiple-shifisin-any-siven-workday-suchas-dayrswing-and-nicht shifis-Specifichours
assesiated-with-shifts-will-vary-by-Deparment-andjob:

GCounty-may-temporarily-medifi-an-employee’s-starting-and-ending-timefor-each-workday
during-the-eurrent-work-pered-fer-childeare and-medical-purposes—The-employee-may-be
allewed-to-make-up-the- time-during-thatworlc period-Different starting-and-ending times
and-make-up-time-within-e-worl-peried-under-this-provision-shall-net-be-considered-as
everime-except-when-total-actuat-hours-worked-exceeds-forty-(40) hoursin-the-work-period:
47.65 Emergencies
Management-The Chief Probation Officer or their desipnee may make temporary
assignments to different or additional locations, shifts, shift times, or work duties
for the purpose of meeting emergencies, as defined in Seetion-2:36:020,Napa
County Code: section 2.80.020. Emergency assignments shall not extend beyond
the period of the emergency.

g T F—Alternate Work-Schedule
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terminateds-the-employee-shall-be-provided-with-st-Jeast-fourteen-{14)-calendar-days’-notiee
ef-the-ehange:

&} Fhe aparwai——émal—meéaﬁe&keﬁ—eﬁem&mmﬁan

3 Alterpate-worl-sehedules-will not-redueeservices-to-the-publie;

(g} Available alternate worlcsehedules-inelude-the 9/80-and 4/10-schedules-a5
defined-belowAvailable-werlesehedule-alternativesawill- be-based-upen-departmental
business-needs—The-use-ofalternnte-worksehedules shall-net-redueeservice-to-the-publie;

—ree——9/80-Warlk-Sehedule
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—————The-9/80-worlcsehedule-is-defined-nsworking-eight-{8)-nine-9)-hourdays
and-one-(1)eight-{8)-hour-day-in-a-twe- (L weel-poy-period;plus-none- I -hourluneh
during-eneh-worlcday;-totaling-eighty-hoursin-eneh-pay-period-

—————The-designated-FLSA-work-period-368-hoursinlenpth)-necessaryto
aceommodaie-the 3/80-worlseheduleshall-begin-exnetly-four{d)-hoursnfter the start-time
ef-the-employeels-eight-(8)-hrourshift-on-the-day-of the-weelc-that-correspondsavith-the
employee’s-alternatingreguler-day-offi-A-shorter- lunel-period-may-be-npproved-by-the

SHPEFVISOr-6F-mannger
———— 45 8-Worl-Sehedule

—————The-d/1{-worlcsehedule-is-defined-ns-four-{d)-ten-(10)-hour-dnys-cach-week
pluss-one-(brhowrluneh-duringeach-work-doyr-totaling-a-forty-(40) -hourworlesehedule:
Fhe-assigned-4/1)-worlcschedule-must be-ineomplisncewith-the-requirements-of FLSA
aﬂé—other‘&ppheabie—!&wsénteﬁbSA—woﬂrpenod—fer—the%@—wor-k—sehedule—shaﬂ—begm—ﬁf
:50-prm-the-following Yriday-night—A-shorter
luﬂe%Hreu%e&n—be—eﬁpmveé—by-the-suﬁemsef—ef—m&m}ger‘

————47.8—Shift Changes

48.0  Rest Periods
Every employee shall be granted a rest period of up to fifteen minutes during each four
4)-hours or major fraction thereof of a working period, up to  total of thirly (36)-minutes
per day. The Chief Probation Officer or desipnee Departmenttlead-shall determine when
rest periods are taken. When practicable, the rest period shall be granted in the middle of
each work period. Rest period time shall not be accumulated. No rights shall accrue for
overtime if a rest period is not taken.

49.0 Timekeeping For Full and Part-Time Employces

49.1  Calculating Time Off
Sick leave, vacation, compensatory time off, paid leave, etc. shall be charged against
employee records to the nearest one-tenth (.10) of an hour.

49.2  Fiscal Year
For purposes of this MOU, the fiscal year shall begin at 12:01 a.m. on the
Saturday of the pay period that includes July 1, and ends at 12:00 midnight on
Friday, twenty-six-{26)26 pay periods later.

49.3  Calendar Year
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For purposes of this MOU, the calendar year shall begin at 12:01 a.m. on the first
Saturday of the pay period that includes January 1, and ends at 12:00 midnight on

Friday &wentr-sie{26)26 pay periods later.

494  Time Keeping for Part Time Employees
Except as provided herein, part-time employees shall eamn pay, leave, and related

benefits accorded to full-time employees in the same ratio as their part-time
employment relates to full-time employment. Such pro-rata treatment shall not
apply to the establishment of initial eligibility for health, dental, life, or other

on behalf of part-time employees.

48:0-—CleanUp-Time

Bmploy: . N 1 five {5 minutes before Junch-and 68
5 oyees :"sg a:;. IE; ;?E’; i ;,Hff;ﬂ;a E Lo .

41.0 Wellness Benefit
[To Be Determined / NCPPA Proposal 12 / County Economic Proposal)

42.0 Layoff Procedure

42.1  Authority to Lavoff
County shall have the authority to eliminate budgeted positions and thereby lay
off employees for any of the following reasons: lack of work, lack of funds, or in
the interest of economy. Interest of economy includes operational concerns such
as the apportionment of functions/services in the manner deemed to be the most
appropriate and does not necessarily equate to the least expensive apportionment
of functions/services. ’

42.2  Order for Consideration and Notification of Layoffs

@ County shall determine the number of budgeted positions to be eliminated
and the classification in which layoffs are to be made and the number of
employees to be affected. Prior to identifying the applicable position(s)
within the class to be defunded or deleted, the order of consideration shall
be made as follows:

@) services provided by contract for the designated class in the
department;

(i)  temporary agency workers in the designated class in the
department;
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(iify  County extra-help positions in the designated class in the
department;

(iv)  provisional County employees in the designated class in the
department; and

) County employees in allocated positions having the least seniority
within the designated class in the depariment.

Notification

The Department Head shall contact Human Resources about the initiation
and implementation of proposed layoffs. As soon thereafter as possible,
County shall meet and confer with Association on alternatives to layoffs
and on the effects of such proposed layoffs. County’s consuitation with
Association shall occur prior to any formal communication with the
affected employees.

Discussion Regarding Contractors Performing Same Services

In addition, Association may consult with the Department Head, or
designee, in a department where both layoffs are scheduled to occur and
services are provided by contract. Such consultation shall involve only
those job classifications, by budget unit, in which layoffs are scheduled to
occur and in which the same duties are performed under

contract. Following consultation, and provided that it involves the breach
of no contract, the Department Head or designee may recommend the
termination of contracts in lieu of the layoff of employees.

Development of Layoff List

Once a layoff list is developed by the respective department, a list of
affected positions shall be sent to the Director of Human Resources who
shall then provide a copy to Association.

42,3  Definitions and Guidelines

&)

()

©
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“Layoff®

Actual separation from County service, an involuntary reduction in work
hours, or a demotion in lieu of layoff for any of the reasons described in
Atrticle 65.1, above,

“Class”
Any position or group of positions with the same classification title,

“Series”
A number of classes related to one another in terms of ascending

difficulty, authority and/or responsibility within the same occupational
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field. (The classes that constitute a series shall be determined by the
Director of Human Resources following consultation with Association.}

“Department”

A department is defined as an administrative unit of County government
that is managed under one Department Head and which consists of one or
more divisions (a “division” is an administrative grouping within a
department with a common purpose and consisting of one or more budget
units as established by the Board of Supervisors and listed as such in the
Departmental Allocation List). The Director of Human Resources shall
maintain the Listing of Departments for purposes of this Layoff
Procedure.

“Seniority in a Class”

0] Seniority accrued in a class means continuous-paid service in
provisional, limited term, probationary, and permanent status in a
class; time worked in another County department in the same class;
time worked in another closely related class that was abolished and
not replaced; and time worked in a temporary out-of-class
assignment.

(i)  Anemployee’s seniority in a class shall continue to accrue unless
the employee has an unpaid leave of absence or other unpaid
status. The employee’s seniority and effective service date shall be
adjusted according to the provisions of Article 60.5. Upon such
adjustment, the time during leave of absence without pay or unpaid
status shall not count towards seniority. However, the employee
shall not lose any previously accrued seniority as a result of an
unpaid leave of absence or unpaid status.

(iiiy  The computation of seniority shall be based upon the total number
of pay periods in a paid status commencing from the effective date
of service in that classification.

(iv)  The computation of seniority for part-time permanent employees in
regular allocated positions shall be based on the number of pay
periods in a paid status from the effective date of service in that
class on a prorated basis proportional to full time employment.

(v)  For seniority in a class in flexibly staffed positions, see the
definition of “flex staff position” below.
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“Seniority in a Series”

i) Seniority accrued in a series means continuous-paid service in
provisional, probationary, limited term, and permanent status in a
series; time worked in a temporary out-of-class assignment; time
worked in the same department in another closely related class that
was abolished and not replaced.

(i)  Anemployee's seniority in a series shall continue to accrue unless
the employee has an unpaid leave of absence or other unpaid
status. The employee’s seniority and effective date of service shall
be adjusted according to the provisions of Article 60.5. Upon such
adjustment, the time during the leave of absence without pay or
unpaid status shall not count towards seniority. However, the
employee shall not lose any previously accrued seniority as a result
of an unpaid leave of absence or unpaid status.

(iiiy  Time worked in another department in the same series shall be
used to determine the right of an employee to displace another
employee in a lower class in the same series in the current
department in which the layoff occurs.

(iv)  In comparing the seniority of two or more employees in the same
series in the same department, time worked in another department
in the same series shall also be used to determine displacement
rights.

v) For seniority in flexibly staffed positions in a series, refer to the
definition of “flex staff position” below.

«

‘Displacement Rights”

The right of an employee with more seniority to cause an employee with
less seniority to be demoted to a lower level position, or when no lower
level position exists, to be laid off.

“Higher Level Employee”

An employee in a class with a higher salary range maximum than another
employee in a class with a lower salary range maximum within the same
series.

“Flex Staff Position”
A position which is budgeted and thereby eligible to be filled either at the
entry or at the journey level. When all employees in a flexibly staffed
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42.4

42.5

class series occupy the highest class in the series, the total length of time
each employee worked in the series shall be considered as time worked in
the current class for seniority purposes. When all employees in a flexibly
staffed class series do not occupy the highest class in the series, entry level
and journey level shall be considered separate classes and the length of
time worked in each class shall be used for seniority purposes.

() “Right of First Refusal”
A former or current employee on the Re-employment List has the first

right to employment in a vacant position in the same department from
which they were laid off or demoted in lieu of layoff, and that others will
not be offered employment in such position until such former or current
employee has declined appointment as provided in Article 65.14(a).

(k)  “Right of First Consideration”
A former employee on the Re-employment List has the first opportunity to
be interviewed before other applicants for a vacant position in other
departments in the same or lower class from which the former employee
was laid off or demoted in lieu of layoff. The right of first consideration
does not obligate the hiring department to select the former employee on
such re-employment list.

(1)) “Limited Term Employee” and “Limited Term Emplovee with
Displacement Rights”
Ryefer to Article 65.15 for definition.

Employees with Special Qualifications

(a) An employee who has been selectively certified to a position requiring
special qualifications shall be considered in a separate classification for
purposes of layoff if the position meets one of the following criteria:

(i) Requires special qualification by law in order to be eligible to
receive funds;

(i) By job necessity requires either a male or female employee; or

(i)  Necessitates a bilingual speaking employee.

(b) Subsection (iii) shall not apply if there is another employee in the
department who possesses both the special qualifications required to
perform the job and greater seniority than the specially certified employee.

Layoffs Within the Same Department
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{b)

A layoff in one department shall not affect employees working in the same
class or series or any other series in another County department.

Generally, a layoff in a particular series shall not affect employees
working in any other series in the same department. However, if the
employee in a position subject to layoff has accrued seniority in a class
within another series in the same department, that employec may have
displacement rights to that class within the same department.

Use of Seniority for Layoff Purposes

(@
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Where layoffs or demotions are to occur they shall be initiated with
employees having the least seniority within a class and shall progress to
employees having the most seniority within a class.

Tie in Seniority
When there is morc than one employee with the same seniority, the order
of layoff shall be determined by comparing the:

) effective date of hire in the current classification within the current
department; then

(i)  original date of hire within the current department; then

(i)  original date of hire into the County.

Seniority Credit for Probationary Status

An employee who has passed probation in a class shall be given seniority
credit for any prior continuous extra-help or provisional service which had
been approved for application towards the completion of the probationary
period pursuant to Article 8.2.

Displacement Process

@

Displacement to Lower Classes

@) An employee whose position is being eliminated may displace an
employee in a lower class in the same series in the same
department in accordance with their standing as listed in Article
65.6.

(ii) In the same manner, the employee thus displaced may likewise
displace another employee, and so on. An employee who moves
into a lower classification either by demotion or by exercisc of
displacement rights, shall retain all seniority accrued in the higher
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class and shall have the same counted towards seniority in a lower
class. When no lower level budgeted position exists, the employee
with the least seniority is laid off.

Abolished/Replaced Classes

An employee who was promoted or reclassified in the same department
and whose former class was abolished and replaced shall have
displacement rights to the class that replaced their former class. In this
instance, an employee who would otherwise be laid off may displace
another employee in the existing class if they have more seniority in the
class.

Reduction in Hours in Lieu of Layoff

(i) The exercise of displacement rights by an employee who is subject
to layoff may result in a reduction in hours to another employee’s
position in a lower class in the same series in the same department
in accordance with their seniority standing as calculated according
to Article 65.6 in lieu of layoff.

(i)  However, both the employee who is subject to layoff and the
employee who may experience a reduction in hours as described in
(i), above, may agree to have both of their positions reduced in
hours. In order for such agreement to be implemented, it must be
agreed to by affected employees and Association and
recommended by both the Department Head and County Executive
Officer. It must further be approved by the Board of Supervisors
before the reduction in hours may be implemented.

42.8 Notice Requirements

@

®

Notice to Emplovee

The Department Head shall provide an employee to be laid off at least ten
16310 working days advance written notice of the effective date of such
layoff. The notice may be either personally delivered to the employee or
sent by certified mail to the employee's last known address as indicated in
their personnel file or County’s payroll information system. The notice
shall be deemed received on the date it is personally delivered to the
employee or on the date it is mailed to their last known address.

Time for Emplovee Response
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To be considered for demotion in lieu of layoff, an employee must so
notify their Department Head in writing of their decision within six (6}
working days after receiving the notice of layoff.

42.9 Re-Employment Lists for Rehire and Rights of First Refusal

@

®

@©

GV

Accrued Seniority Upon Rehire

The names of employees laid off or demoted, in the order of greatest to
least seniority, by class, shall constitute a Re-employment List for the
class. Each person's name shall remain on the Re-employment List for two
€2)-years from the effective date of their layoff. An employee whao is
rehired within the two €2}-year period shall retain their seniority, shall
have any unused sick leave balance restored, and shall retain their years of
service for vacation accrual as it existed on the date of layoff.

Right of First Refusal in the Same Department

Persons on a Re-employment List shall have the right of first refusal for
appointment to fill a vacancy in the same class and in the same department
from which the person was laid off. If more than one (1)-person on the re-
employment list is eligible for a particular vacancy, the person with the
right of first refusal shall be the most senior as determined by comparing
the following:

(i) effective date of hire in the former classification within the former
department; then

(ii)  original date of hire within the former department; then

(iii)  original date of hire into County.

Right of First Refusal in Another Department

An employee who has been laid off has the right of first refusal to fill a
vacancy in another department only under the following conditions: (i) the
employee makes a written request; and (ii) the vacancy is in a class in
which the employee previously had permanent status; and (jii) the layoff
occurred within two {2)-years of the vacancy.

Right of First Refusal for Extra-Help Positions

An employee on a re-employment list shall have the right of first refusal
for appointment to fill an extra help vacancy in the same class and
department from which the employee was laid off.

42,10 Right of First Consideration in Another Department

A person on a Re-employment List will have the right of first consideration for
cmployment in vacancies occurring in other departments in the same or lower
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class from which the employee was laid off. An employee rehired under this
provision shall serve a new probationary period. Such re-employment shall
establish a new salary anniversary date, but such employee shall retain their
seniority and years of service for vacation accrual as the same existed on the date
of layoff, and shall have any unused sick leave balance restored.

42.11 Demotion in Licu of Layoff
An employee demoted in lieu of layoff who accepts reappointment in the same

class and department from which the employee was demoted shall (1) retain their
seniority in the class from which they were demoted as of the date of
reappointment, and (2) retain the same salary anniversary date. The employee’s
salary shall be adjusted per Article 21.2.

42,12 Minimum Qualification Requirements for Re-Employment
In order to be returned to employment, an employee or former employee must
meet all the current minimum qualifications for the class.

42.13 Employment Status Upon Rehire

(@ Rehire Within the Same Department

Q ¥ ®

@

(iii)

()

An employee who exercises their right of first refusal and accepts such
reappointment within one {1)-year of the date of layoff or demotion shall
be rehired at the same employment status (probationary or permanent)
held as of the date of such layoff or demotion.

A person who accepts such reappointment afier one (3-year but within
two 2)-years of the date of layoff or demotion, may at the Department
HeadChief Probation Officer's discretion, serve a six ¢63- month
probationary period.

The person’s salary shall be at the same salary step held as of the date of
layoff or demotion.

Such re-employment shall establish a new salary anniversary date for an
employee who actually separated from County service under this Article.

(b)  Rehire in Another Department

)

A person who accepts re-employment in another department from which
they were laid off pursuant to Article 65.9(c) may, at the Department
Head's discretion, be required to serve a six-{6}—month probationary
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period. Such re-employment shall establish a new salary anniversary
date.

(i)  Only time served in the class previously held shall be counted towards
seniority; provided, however, that if the employee held a position in a
higher level class in the same series, then Article 65.7(a) shall apply.

Rehire Into a Lower Class

A person on the appropriate Re-employment List as determined herein who has
requested in writing an appointment to a lower class in the same series in the
same department from which they were laid off, shail be offered employment in
order of seniority in the series. This provision shall take precedence over
65.9(a). A person who accepts such reappointment within one {1;-year of the date
of layoff or demotion shall be rehired at the same employment status
(probationary or permanent) held as of the date of such layoff or demotion. A
person who accepts such reappointment after one ()-year of the date of layoff or
demotion, but within two (2}-years of the date of layoff or demotion may, at the
Department Head's discretion, serve a six-{6)}-month probationary period. The
person's salary shall be at the same salary step held as of the date of layoff or
demotion. Such re-employment shall establish a new salary anniversary date.

42.14 Termination of Re-Employment Lists

(a) The names of persons shall be deemed removed from Re-employment
Lists and their entitlement to appointment from such lists terminated, as
follows:

() After two (2)-years following the effective date of layoff of such
person;

(i)  Upon appointment to a regular allocated position within County
service in a class which is the same as the one for which the list
exists, or which, at the time of appointment, is equal to or higher in
salary (step 5) than the class for which the Re-employment List
exists;

(iii)  Upon declining an offer of reappointment (except in instances
where the person states in writing that they are temporarily
medically incapacitated and provides adequate medical
documentation of the incapacity); and

(iv)  Inthe event a person states in writing that they do not desire
reappointment, or fails to file a written statement expressing their
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desire for reappointment within five ¢53-calendar days following
personal delivery or the date of certified mailing to their last
known address. A person may, upon written request, be granted a
temporary waiver of reappointment for a period of up to thirty-36)
calendar days. A temporary waiver may only be denied for good
cause.

Employees shall not be deemed removed from a Re-employment List as a
consequence of being appointed to any extra-help or limited-term position
in any class, or for acceptance of employment in a lower level class (lower
step 5 salary than the class for which the re-employment list exists).

42.15 Limited Term Emplovees

@

®

A limited term employee has no displacement rights where the County
eliminates their position due to layoff except as otherwise provided in
Article 65.15.

Definitions

)

@D

“Limited Term Employee:”

An employee designated by County to serve in a position of a fixed
duration for any of the following reasons: the position is tied to a
funding source(s) of a specified duration or, is for a special project,
or is required to meet other needs of County (including, but not
limited to: temporary coverage for an employee on extended leave
or for work overflow) and the position is anticipated to be of a
limited duration.

“Limited Term Employee with Displacement Rights” (*LTD")

(A)  Anemployee who is initially hired to serve in a limited
term position and who serves three or more years in such a
position;

(B)  Anemployee who at the discretion of County is initially
hired as and designated a limited term employee with
displacement rights;

(C)  Grandfathered Employees: Any employee who was hired

as and designated as a limited term employee on or before
July 1, 2005; or
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43.1

43.2

(D) A probationary or permanent employee in a regular
position who is subsequently appointed to serve in a limited
term position.

(c) An LTD employee is afforded the displacement rights and subject to the
layoff procedures as set forth in this Article 65.0 (e.g., displacement rights
are exercised only within the same depariment as set forth in Article 65.5).

(d)  Limited Term Employee who is subsequently appointed to a regular
position: A limited term employee who is subsequently appointed to a
regular position (probationary or permanent) shall retain their vacation
accrual rate and any time served in the limited term position shall be
applied in calculating seniority for purposes of layoff pursuant to Article
63.0.

(e) Regular employee who is subsequently appointed to a limited term
position: A regular (probationary or permanent) employee who is
subsequently appointed {o a limited term position shall retain their
vacation accrual rate and seniority earned. Time served in the limited
term position shall be applied in calculating seniority for purposes of
layoff pursuant to Article 65.0.

(__‘_) 43.0 Interruption of Work

Association agrees that during the term of this Memorandum of Understanding
neither its officers, employees, agents or members will, directly or indirectly,
initiate, engage in, encourage, sanction, support, instigate or suggest any strike,
slow-down, mass resignation, mass absenteeism, sick-ins, picketing or similar
concerted activity which would suspend, interfere with or interrupt the normal
work and operations of the County and its departments. In the event that any
Association member participates in such activity in violation of this provision, the
Association shall immediately notify the member or members so engaged to cease
and desist from such activities and shall further direct such member to promptly
return to his/her normal duties.

County shall have the right to deny all usage of sick leave by any employee if the
County Administrator has reasonable cause to believe the sick leave usage is
related to a sick-out or any other form of concerted activity. This provision shall
be interpreted so as to limit the denial of sick leave to the time in question.44-6
———TReasonable-Accommedation

The-partiesrecopnize-that-County-haso-legal-obligationte-meet-with-individualemployeesavho
allege-aneed-for-reasenable-accommeodation-in-the-work-place-because-ofa-disability:
Assoeiation-will-be-edvised-efany-propesed-nccommodations-prior-to-implementation-by County
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45— Wheneveran-employee-isinjured-inthe-course-ef employment-they-shall-be
eem%sa&é&aa%eﬁm&%ﬁh&pm%w&h%%@empeamﬁ%@wa&s&aﬂ

—————452—Service-ereditrasprovided-inthis MOU-teward longevity-compensation;
seniority;-and-merit/stepinereases-shall-not-be-affected-by-any-poy-period-duringwhich-an
employeereceived-both-County-paid-leave-and-temporary disabilin-benefits-from-workers?
compensation:
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PART 8. DISCIPLINE

{To Be Determined / NCPPA Proposal 3/ County Proposal I3
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PART 9. PERSONNEL FILES

[To Be Determined / NCPPA4 Proposal 13 / County Counter-Proposal 13}
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PART 10. MISCELLANEOUS

46.0 Management Rights

47.0

46.1

46.2

46.3

Management Rights

The County’s right to direct the work force includes but is not limited tois-subjeet
te-the-limitations-set-forth-in-this-agreement—These-rights-shallinclude  butare
nettimited-te; the following:

To manage and direct its business and personnel; to manage, control, and
determine the mission of its departments, commissions, boards, building facilities
and operations; to create, change, combine or abalish jobs, departments’ services
and facilities in whole or in part; to relicve its employees from duty or to reduce
or adjust such duties because of lack of work or for other reasons considered by
County to be legitimate; to direct the work foree; to set standards of service; to
maintain the efficiency of County operations; to increase or decrease the work
force and determine the number of employees needed; to hire, train, transfer, and
promote employees; to take disciplinary action; to determine the procedures and
standards of selection for employment and promotion; to establish work
standards, schedules of operation and reasonable workload; to specify or assign
work requirements and overtime; to schedule working hours and shifts; to adopt
rules of conduct and penalties for violation, thereof; to determine the content of
Jjob specifications and classifications; to determine the type and scope of work to
be performed and the services to be provided; to determine the methods,
processes, means, and places of providing services; to take all necessary actions to
carry out its mission in emergencies; and to make reasonable rules and regulations
pertaining to employees consistent with this agreement.

Confer Regarding Effects
The County’s exercise of such rights by-Geunty-shall not preclude the Association

from communicating with the County about the consequences the decisions
concerning these matters may have on wages, hours, and other terms and
conditions of employment.

Not Grievable
The County’s Eexercise of management rights under this Article are neither
grievable nor arbitrable.

Severability

This MOU is subject to all current and future applicable federal and state laws and
regulations, and all current lawful rules, policies, and regulations of County, except as
expressly modified by this MOU to the extent permitted by law. If any provision of this

MOU is determined to be ineonflict-or-inconsistentavitli-any-lawsrules;andlor
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48.0

49.0

regulations-or-is-otherwise-held-te-be-invalid or unenforceable, such provision may be
suspended or superseded, and the remainder of this MOU shall continue in full force and
effect. If any provision is invalidated, the parties shall enter into negotiations for a
mutually satisfactory replacement provision.

Obligation to Support

Upon ratification by Association, this MOU constitutes a mutual recommendation to be
Jointly submitted to County’s Board of Supervisors (“Board” or “Board of Supervisors™),
This MOU shall not be binding upon the parties either in whole or in part unless and until
saidthe Board approves said-MOUit; enacts necessary amendments to all County
ordinances, resolutions, and rules; and appropriates the funds necessary to implement the
provisions of this MOU. If the Board fails to take the actions required to timely
implement the provisions of this MOU, either party may request the resumption of
negotiations.

The parties agree that subsequent to the execution of this MOU and during the period of
time said MOU is pending before the Board of Supervisors for action, neither Association
nor Management, nor their authorized representatives, will appear before the Board of
Supervisors or meet with members of the Board of Supervisors individually to advocate
any amendment, addition, or deletion to the terms and conditions of this MOU. Itis
further understood this Article shall not preclude the parties from appearing before the
Board of Supervisors nor meeting with individual members of the Board of Supervisors
or advocate or urge the adoption and approval of this MOU in its entirety.

Full Understanding, Modifications, Waiver

49.1  This MOU sets forth the full and entire understanding of the parties regarding the
matters set forth herein. Any other prior or existing understanding or agreements
by the parties, whether formal or informal, regarding any such matters are hereby
superseded or terminated in their entirety.

49.2  Each party voluntarily and unqualifiedly waives its right, and agrees that the other
shall not be required to negotiate with respect to any matter covered by the terms
of this agreement.

493 No agreement, alteration, understanding, variation, waiver or modification of any
of the terms or provisions contained herein shall, in any manner, be binding upon
the parties hereto unless made and executed in writing by all partics hereto; and, if
required, approved and implemented by the County’s Board of Supervisors.

49.4  The failure to enforce any term or condition of this MOU by either party shall not
constitute a precedent in the future enforcement of the terms and conditions.
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49.5  County will notify Association in writing or by e-mail in advance regarding any
proposed changes to written County policies that affect the wages, hours or terms
and conditions of employment of members of the Probation Unit. Association will
be provided at least fourteen-{34)14 calendar days’ notice of the proposed
changes. Association must request to meet and confer on the impact of any
changes, in writing, within fourieen-{14)14 calendar days of the date of receipt of
the written notice from County.

Autherized Agents

For the purpose of administering the terms and provisions of this MOU:

The County’s principal authorized agent shall be the Director of Human Resources or
their duly authorized representative, except where a particular management representative
is designated in connection with the performance of a specified function or obligation set
forth herein.

The Association’s principal authorized agent shall be the President or their duly
authorized representative, except where a particular Association representative is
designated in connection with the performance of a specified function or obligation set
forth herein.
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FORNAPA COUNTY FOR THE NAPA COUNTY PROBATION
PROFESSIONALS ASSOCIATION

Christine Bricefio, Director of Matthew Goodrich, President
Human Resources

Faye Newton-Shannon, Assistant Tani Williams, Vice President
Director of Human Resources

Nicole Everett, Tamara Dreyer, Treasurer
Principal HR Analyst
>—~. Craig Burch, Amin Saleh, Secretary
C Chief Deputy Probation Officer

Jack Hughes, Teresa Gallegos, Director
Chief Negotiator

Christopher W. Miller, Chief Negotiator
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Napa County Probation Professionals Association
August 11, 2022
Probation Supervisory Unit & Probation Non-Supervisory Unh//A/? ( ( ZZ

Proposal#1 Incorporation of Release Time Side Letter

The parties agree to incorporate into the memoranda of understanding for the Probation Non-
Supervisory Unit and the Probation Supervisory Unit the parties’ Side Letter Agreement on
Release Time & Work Access, dated June 9, 2022 (attached).

/

#bunty of Napa




County Exacutive Office
Hurnan Resourcas Division

1195 Third Street, Sulte 110
Napa, CA 84559
NapaCotntyCareers.com

Main: (707} 2534303
A Tradition of Stewardship Fax: (707) 259-6169
A Commitment {o Service

June 9, 2022
Re:  Side Letter Agrecment on Release Time & Work Access

This Side Letter memorializes the agreement between Napa County and the Napa County Probation
Professionals Association (NCPPA) to provide release time and access to employees and work sites as follows:

L “Release time” means release from work with pay for the following purposes within the scope of
representation, as defined by Government Code sections 3500 et seq.: investigating and processing grievances;
participating in the meet and confer process; contract negotiations and related activities; attending Labor-
Management Committee meetings; participating in off-site training related to union representation.

2. The representative(s) desiring to take release time must give reasonable notice to their supervisor
before taking release time. Release time shall be granted to representatives promptly unless the
representative’s absence will cause an undue interruption of work. Approval for more than five representatives
must be obtained in advance from the Director of Human Resources or designee.

3. Association representatives may have access to a work location and employees during working hours
for the purpose of conducting Association business. Association agrees its representatives will not unduly
interfere with Probation Department operations.

4. Association shall be afforded a pool of 80 hours with pay per year for its representatives to use for
training purposes.
5. This agreement is effective as of May 17, 2022, and shall remain in effect unless and unul the parties

have negotiated a memorandum of understanding that covers the subject matter of this agreement.

FOR NAPA COUNTY: FOR NCPPA:

. - - U . .
Christine Bricefio Matthew Goodrich
Director of Human Resources President

e

Christopher W. Miller, Represe




Napa County Probation Professionals Association
August 30, 2022
Probation Unit & Probation Supervisory Unit

NCPPA Counter #1 to County’s First Counter to NCPPA #8 Uniform Reimbursement

28.3  Clothing Allowance

The Department will provide required clothing (if any) bearing the Probation Department’s
insignia; when the Department requires employees to wear such clothing. No employee shall
atilize use Probation Department insignia without Chiefs-the approval of the chief probation
officer.

gurl{ty of Napa




Napa County Probation Professionals Association

September 15, 2022

Probation Unit & Probation Supervisory Unit

County Counter Proposal # 11 Holiday Pay (Amended)

34:4{TBD]

Holidav Pay.

(a) To be eligible for holiday compensation, an employee must work or be in an
approved paid status the workday before the holiday.

ei(b)

(o)

Ernployees whose_shift begins on an actual or observed County holiday -are

] hiday-shall be compensated at time and a half
for all hours worked on that shift. up to twelve (12) hours. aetually-wozked-onthe
heliday—There shall be no compounding of overtime payments on holidays.
Holiday premium pay shall be payable in either holiday banked time off or cash at
the employee’s option. In addition to receiving time and a half, the employee shall
earn eight (8) hours of holiday credit calculated at straight time, which may be taken
in cash or banked as holiday time off-.

If an emplovee is eligible in paragraph (¢), eEmployees shall receive holiday pay

on the day they work, regardless of whether they are working on the actual holiday
or the day County observes the holiday. Employees who do not work on the day a
hohday is observed by County, but work on the actual holiday, shall receive holiday
premium pay and hours of holiday credit, as-provided-inAsticle48-5-section [TBD}.

Employees shall not receive holiday pay and hours of holiday credit for both the
day the actual holiday occurs and the day County observes the holiday. If an
employee works shifts -on both the actual and the observed holiday, the employee
shall receive holiday pay and earn hours of holiday credit only on the actual holiday.

An employee scheduled to begin work on a paid holiday who is unable to do so for
medical reasons shall receive holiday credit at straight time.

//,f/\
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Napa County Probation Professionals Association
August 30, 2022
Probation Unit & Probation Supervisory Unit

Counter to County Counter-Proposal # 13  Personnel Files

NEW PART 9. PERSONNEL FILES {v’h /]
11.0  Personnel Files & Performance Evaluations L
IHu-2y

11.1  Inspection of Personnel Files

The Department shall observe the provision of the Peaece Public Safety Officers
Bill of Rights in regard to inspection of personnel files.

H-2—{See-CountyPropesal-1}

11.2  Performance Evaluation Appeals

(a) An employee may appeal any portion of a performance evaluation to the
Director of Human Resources only if all of the following conditions apply:

(i) The evaluation triggers a step increase;
(i)  The overall rating is unsatisfactory or below standards;

(i11)  The employee is not on probation; and

(iv) The employee seeks to appeal the application of performance
standards or measures to the employee’s performance. The
performance standards and measures themselves are a matter of
management right and cannot be appealed.

(b)  The following shall constitute the appeals process:

® The employee must complete the internal review process outlined
on the performance evaluation form.

(i)  Upon completion of the internal review process, an employee has
ten working days to submit a written appeal to the Director.



(iif)  The Director will evaluate the appeal and provide the employee
with a decision in writing. The performance evaluation will be
presumed to be valid unless the employee establishes there is no
reasonable basis for the rating.

(c) The Director’s decision shall be final. Evaluation appeals are not subject to
the disciplinary appeal procedure.

11.3  Step Increases and Timeliness of Performance Evaluations

Employees due a step increase whose evaluations are late will receive the increase
automatically, provided the step increase date has not been extended in accordance
with County personnel policies.

NCPPA g¢=04 -2 2
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®) Overtime is defined as: { g f v

(i) Any time actually worked in excess of the employee’s regularly assigned shiftin a
consecutive 24-hour period.

(i)  Any time actually worked in excess of 80 compensable hours during a consecutive
14-day work period, provided that the additional work took place at times other
than during the employee’s regularly scheduled shifts, and further provided that the
employee was not absent due to vacation. compensatory time off. holiday. sick
leave. any other paid leave. or a combination thereof more than one day of their
regularly scheduled shifts during—each-in the same work week in which the
employee worked the overtime.d4-day-worlkperiod-due-to-vacation-compensatory
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