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RESOLUTION NO. 2025-06-24-1 

A RESOLUTION OF THE CITY COUNCIL OF THE CITY OF 
LAGUNA HILLS, CALIFORNIA, ADOPTING A 
MEMORANDUM OF UNDERSTANDING BETWEEN THE 
CITY OF LAGUNA HILLS AND THE LAGUNA HILLS CITY 
EMPLOYEES ASSOCIATION (LHCEA), AND 
SUPERSEDING ALL PREVIOUS LHCEA MEMORANDUMS 
OF UNDERSTANDING EFFECTIVE JULY 1, 2025 

The City Council of the City of Laguna Hills, California, hereby finds, 
determines, declares, and resolves as follows: 

WHEREAS, the City of Laguna Hills ("City") and the Laguna Hills City 
Employees Association ("LHCEA") have met and conferred in accordance with the 
requirements of the Meyers-Milias-Brown Act and the City Council Resolution No. 2012-
02-14-3; and 

WHEREAS, the City and the LHCEA have reached agreement on wages, 
benefits, hours, and other conditions of employment for the period of July 1, 2025, through 
June 30, 2029; and 

WHEREAS, a previous Memorandum of Understanding ("MOU") between 
the City of Laguna Hills and the LHCEA was approved and adopted by the City Council 
on July 11, 2023, which was effective between July 1, 2023, and June 30, 2025. 

NOW, THEREFORE, THE CITY COUNCIL OF THE CITY OF LAGUNA 
HILLS, CALIFORNIA, DOES RESOLVE, DECLARE, DETERMINE, AND ORDER AS 
FOLLOWS: 

SECTION 1. 
by reference. 

The above recitals are true and correct and are incorporated herein 

SECTION 2. The Memorandum of Understanding, attached hereto as Exhibit A, 
between the City and LHCEA is hereby approved and adopted and made effective July 
1, 2025. All previous resolutions pertaining to the Memorandum of Understanding 
between the City and LHCEA are hereby superseded effective July 1, 2025. 

PASSED, APPROVED AND ADOPTED this 24th day of June 2025. 

ATTEST: ~ 

JEN~ LEE, CITY CLERK 

JOSHUA SWEENEY, MAYOR 
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STATE OF CALIFORNIA ) 
COUNTY OF ORANGE ) ss 
CITY OF LAGUNA HILLS ) 

I, Jennifer Lee, City Clerk of the City of Laguna Hills, California, DO 
HEREBY CERTIFY that the foregoing is a true and correct copy of Resolution 
No. 2025-06-24-1 adopted by the City Council of the City of Laguna Hills, California, at a 
Regular Meeting thereof held on the 24th day of June 2025, by the following vote: 

AYES: Council Members Mathis, Wheeler, Mayor Pro Tempore 
Caskey, and Mayor Sweeney 

NOES: None 

ABSENT: Council Member Pezold 

ABSTAIN: None 

(SEAL) 

!.. 
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Memorandum of Understanding 
between the 

City of Laguna Hills and the 
Laguna Hills City Employees Association 

I. This Memorandum of Understanding ("MOU") shall be effective July 1, 2025 and shall 
remain in effect until June 30, 2029. 

II. Recognition 

A. The City of Laguna Hills recognizes the Laguna Hills City Employees Association 
("LHCEA" or the "Association") as the exclusive bargaining representative for all regular full­
time employees as those positions are defined in the Employer-Employee Relations Resolution 
adopted by the City. The terms of this MOU will only apply to those employees who are part of 
LHCEA. 

III. Types of Employees 

A. Full Time: 40 hours/week (80 hours/2 weeks) 

B. Temporary: Oflimited duration, notto exceed 12 months. With the exception of an 
absence due to disability, no work currently being performed by bargaining unit employees may 
be performed by temporary employees. Such employees are at-will. 

IV. Salary and Pay 

A. The Salary Schedule for those positions in the bargaining unit at the time of the 
signing of this MOU is as follows: 

Full-time Positions Monthly_ Range 
Accountant 7,258.44 8,822.68 

Accounting Specialist 6,098.95 7,415 .29 

Administrative Assistant I 5,916.33 7,190.75 

Administrative Assistant II 6,212.02 7,550.74 

Assistant City Clerk 7,596.59 9,233.69 

Assistant City Engineer 12,435.72 15,115.69 

Assistant Engineer 7,807.24 9,489.75 

Assistant Planner 6,761.30 8,218.40 

Associate Engineer 9,346.08 11,360.21 

Code Enforcement Officer 6,443.92 7,832 .62 

Community Services Manager 10,244.11 12,451.78 

Deputy City Clerk 6,814.86 8,283.51 

Finance Manager 11,497.90 13,975.77 

Information Technology Administrator 8,458.34 10,282.27 

Management Analyst I 7,037.29 8,553.87 
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Management Analyst II 7,741.20 9,409.47 

Parks Supervisor 8,566.11 10,412.14 

Permit Technician I 5,081.09 6,176.09 

Permit Technician II 5,606.84 6,815.78 

Principal Civil Engineer 10,890.90 13,237.95 

Public Works Inspector 6,684.85 8,125.48 

Public Works Supervisor 8,566.11 10,412.14 

Receptionist 4,813.54 5,850.89 

Records Management Coordinator 6,231.21 7,573.42 

Recreation Coordinator 5,855.31 7,118.42 

Senior Management Analyst 8,922.47 10,845.32 

Senior Permit Technician 6,151.19 7,476.95 

Senior Planner 9,150.81 11,122.87 

Senior Public Works Inspector 8,137.81 9,891.55 

B. Salary Increases 

Effective the beginning of the pay period that includes July I , 2025 , the City agrees to 
increase salary ranges by a cost of living adjustment of 3 .5%. 

Effective the beginning of the pay period that includes July 1, 2026, the City agrees to 
further increase salary ranges by a cost of living adjustment of 3 .5%. 

Effective the beginning of the pay period that includes July 1, 2027, the City agrees to 
further increase salary ranges by a cost of living adjustment equal to the percent increase in the 
U.S. Bureau of Labor Statistics CPI-U factor for the Los Angeles-Long Beach-Anaheim area (or 
succeeding index) for the preceding 12-month period ending April 2027, within the range of 2% 
to 4%. The increase shall not be below 2%, nor above 4%, regardless of CPI-U factor. 

Effective the beginning of the pay period that includes July 1, 2028, the City agrees to 
further increase salary ranges by a cost of living adjustment equal to the percent increase in the 
U.S. Bureau of Labor Statistics CPI-U factor for the Los Angeles-Long Beach-Anaheim area (or 
succeeding index) for the preceding 12-month period ending April 2028, within the range of 2% 
to 4%. The increase shall not be below 2%, nor above 4%, regardless of CPI-U factor. 

The City agrees to conduct an in-house market study for compensation in March 2029, 
prior to the MOU expiration. The City and the Association will review and agree on the agencies 
to be used in the Market Study. 

C. Working Out of Class Pay 

This section defines when an employee will receive compensation for performing duties in 
a higher position and classification on an interim or temporary basis. 

Employees working out of class as defined herein will be paid an additional 5% of their 
current classification base salary or first step of the higher classification, whichever is higher. 
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Compensation for working out of classification is provided as monetary recognition to an 
employee for assuming and performing the duties normally performed by an employee in a higher 
classification. Working out of one's position classification must be for an extended period of time 
wherein a need exists to fulfill the duties and responsibilities of the vacant position. Such an 
appointment must be approved in advance, in writing, by the City Manager. An extended period 
of time is generally considered five or more working days. 

When the temporary assignment is completed, the employee's salary will be readjusted to 
its previous level. The employee's hire date and anniversary date will remain unchanged 
throughout the temporary assignment. 

If an employee separates from service while on an acting assignment, the employee's 
regular salary rate, not acting pay, will be used as the basis for any vacation payout. 

D. Overtime I Compensatory Time 

Full-time, non-management employees assigned duties beyond 40 hours for a regular work 
week will be compensated for overtime in one of two ways: 

1. One and one-half payment of the employee's regular rate of pay for each 
hour worked over 40 in a work week, or 

2. One and one-half hours of compensatory time off for each hour worked over 
40 in a work week. 

E. Maximum Hours of Compensatory Time 

Unless authorized by the City Manager or designee, employees may not accrue more than 
120 hours of compensatory time. After an employee has accrued 120 hours of compensatory time, 
all subsequent overtime hours worked will be compensated for in cash. The Finance Department 
will provide a notice when a compensatory balance exceeds 90 hours. 

F. Using Compensatory Time 

Accrued compensatory time must be used prior to accessing accrued vacation time. When 
using compensatory time, employees must obtain prior approval from their supervisor. 

G. Compensatory Time Payout 

On or before December 15 of each calendar year, an employee may make an irrevocable 
election to cash out up to sixty (60) hours of accrued Compensatory Time. The cash out is limited 
to the amount of leave earned by the employee in the year of the payment. The cash out payment 
is paid the following December at the employee's base rate of pay. Elections will be made on forms 
provided by Finance and cannot be modified once elected. The employee's compensatory time 
balance cannot be reduced below 60 hours as a result of cashing out leave. Thus, if the employee's 
leave balance would fall below 60 hours as a result of cashing out leave, the employee will receive 
cash for their election only for the hours above 60. 
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H. Compensatory Time at Termination 

Any compensatory time balance will be paid at the employee's most recent non-exempt 
rate of pay to the employee upon termination, retirement, or change of status from non-exempt to 
exempt. 

V. Hours and Work Week 

A. Hours 

1. The Laguna Hills' City Hall operates on a defined 9/80 schedule from 7:30 
a.m. to 5:30 p.m., Monday through Thursday, and 8:00 a.m. to 5:00 p.m. on alternating Fridays. 

2. Some full-time non-management employees work a 5 day, 40-hour work 
week; however, the City reserves the right to adjust work hours to meet changing needs and 
requirements. 

3. Some full-time non-management employees work a 9/80 schedule which 
consists of working eight nine-hour days and one eight-hour day during a two-week period for a 
total of eighty hours. 

B. Pay Periods and Work Weeks 

The City's pay period is a defined 14-day period, starting every other Monday and ending 
every other Sunday, in which the employees accumulate time worked. After each pay period, the 
City calculates time worked in that 14-day period, and processes payroll for the employees. 

Each pay period includes two work weeks. Both work weeks shall be entirely encompassed 
within the 14-day pay period. As stated above in Section V, subsection A, some employees work 
a 5/40 schedule, and some employees work a 9/80 schedule. For those employees on a 5/40 
schedule, the work week is defined as starting every Monday, and ending the following Sunday. 
For those employees on the 9/80 schedule, the first work period is defined as starting the first 
Monday of the pay period, and ending mid-shift the first Friday of the pay period. This 
encompasses the first 40 hours of regularly scheduled time. The second work period is defined as 
starting mid-shift the first Friday of the pay period, and ending on the second Sunday of the pay 
period. This encompasses the second 40 hours of the regularly scheduled time worked. For the 
purpose of calculating overtime, all work weeks/periods shall be contained within the pay period. 
The specific workweek for each employee is fixed by the City Manager or designee and is 
maintained by the Finance Department. 

C. Lunch Periods and Breaks 

A department's Supervisor will coordinate daily lunches and breaks. Lunch breaks are 
unpaid. All full-time, non-management employees are entitled to one I-hour lunch, and two 15-
minute breaks. 
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VI. Recruitment 

The City Manager or designee will administer and coordinate the hiring process for all 
position vacancies to ensure compliance with contractual, legal, and equal employment 
opportunity requirements. All hiring efforts are conducted in the spirit of equal opportunity and 
non-discrimination. 

All City appointments and promotions shall be based on merit and fitness, and will be 
determined by a competitive examination. 

A. Closed-Promotional Recruitment 

The City Manager or designee will first consider promotions from within the City. 
Promoting from within the City is considered a closed-promotional recruitment. Promotions must 
be recommended by the Department Head and approved by the City Manager. Even if one 
qualified candidate within the City exists, the City Manager or designee will not be required to 
promote that individual and may use her discretion to go outside and conduct an open recruitment. 

B. Open Recruitment 

If a closed-promotional recruitment is not recommended or approved, the City Manager or 
designee will seek outside candidates through open recruitment. Job announcements will be 
distributed to City employees and locally advertised in appropriate publications. 

No applications for a position will be accepted after the published closing date. If there 
are no sufficiently qualified candidates at the closing date, the position may be reopened and re­
advertised. 

VII. Probation 

A. The probation period is an integral part of the employment process and provides 
the opportunity to observe the employee's work and assist the employee's adjustment to the new 
position. During this period, the probationary employee will have no rights of tenure, and may be 
terminated with or without cause either during or at the end of the probation period. 

B. Duration 

1. All newly-hired, full-time, non-management employees are subject to a 
one-year probation period. A Department Director must specifically affirm that an employee has 
passed probation before he or she will have actually passed probation. 

2. Employees reclassified to a position where they have assumed new duties 
and responsibilities shall be subject to a six-month probation period. 

C. Extensions 

1. Prior to the end of the probation period, the Department Head has discretion 
to extend the probation period by up to six months, with the City Manager's approval. 
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2. The employee will be notified in writing of such an extension. 

D. Promotional Probation Period 

1. All promoted employees are subject to a six-month probation period. Prior 
to the end of the probation period, the Department Head has discretion to extend the probation 
period by up to six months, with the City Manager's approval. 

2. The six-month probation period for promoted, full-time non-management 
employees will begin on the first day of the promotion or reclassification. 

3. Prior to the end of this period, the Department Head may recommend that 
the employee return to the former position, range, and salary if the employee's performance and 
conduct does not meet the standards required for the new position or classification. 

E. Action at the End of Probationary Period 

Prior to the end of an employee's probationary period, the City Manager, or designee, shall 
take one of the following actions: 

1. Affirm, in wntmg, the satisfactory performance and conduct of the 
employee and designate the employee for regular, full-time employment status. 

2. Extend the employee's probationary period. 

3. Return the employee to their former class and pay step before promotional 
probation. If no position is available in the same class and pay step, employee shall be placed in 
the next highest paid position. If regular, full-time status was not previously attained, the probation 
period must be completed. 

4. Terminate the employee if the employee was newly hired for failing to pass 
probation. 

VIII. Layoff 

A. The City Manager may separate any employee from employment, eliminate a class 
of positions, or freeze vacant positions, because of financial necessity, reduction of work, or 
abandonment of activities. However, no regular, full-time employee shall be separated from any 
department while there are emergency, seasonal, probationary, or temporary employees serving in 
the same class of positions in the City. 

If the City Manager eliminates a position, the employee holding such position may be laid 
off or demoted without disciplinary action and without the right of appeal. 

B. Layoff Procedures 

The procedure to reduce the work force shall be as follows: 

1. 30-Day Notice to the Association and 14 days' notice to affected employees. 
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Employees separated from the City through a reduction in force shall be given a 14-day 
advance notice of the separation explaining the reason for the separation. 

2. Returning City Property 

Prior to separation, keys, City identification cards, computer passwords, security codes, 
and other City-owned property shall be given or returned to the Deputy City Manager. 

3. Compensation 

When all City property has been returned, the employee shall receive a two-week severance 
pay based on his/her current pay scale. Additionally, the employee will receive compensation for 
his/her accrued vacation and sick leave, in accordance with current City policies. 

Vacation and sick leave will be compensated in the following manner: 

All accrued unused vacation leave shall be paid to the separated employee at his/her current 
pay scale. The separated employee may also convert unused personal sick leave in excess of 160 
hours at a ratio of eight hours of vacation leave for every 24 hours of personal sick leave. If 
conversion occurs, the employee may increase their compensable vacation leave up to 320 hours. 

4. Exit Interview 

Prior to separation, the City Manager or designee may schedule an exit interview with the 
employee. Employees are encouraged to use the exit interview process. 

C. Reemployment List 

The names of regular employees who have been laid-off due to a reduction in the work 
force shall be placed on an appropriate layoff reemployment list according to the date and the order 
separated from City service. A reemployment list shall be established by placing the last employee 
laid-off on the top of the list as the first employee eligible for reemployment. All subsequent laid­
off employees will be eligible for reemployment in the same manner. 

Each employee on a layoff reemployment list shall remain on that list for six months, and 
laid-off employees will be considered for reemployment in the same class, or a lower classification 
within the same classification series, as they were laid-off. The City Manager may extend the 
active period of reemployment lists or an employee's eligibility if it is in the City's best interest. 

D. Order of Layoff 

Layoffs will be considered in the following order: temporary, part-time, extended part-time, 
probationary, and regular employees. Regular employees will be laid off in the inverse order of 
their seniority in their classification in the department. A layoff out of the inverse order of seniority 
may be made if, in the City Manager's judgment, retention of special job skills is required. 

In cases where there are two or more employees in the classification in the department from 
which the layoff is to be made who have the same seniority date, such employees will be laid off 
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on the basis of the last evaluation rating in the class, providing such rating has been on file at least 
thirty (30) days and no more than twelve months prior to the layoff, as follows: 

First, all employees having ratings of "improvement needed"; second, all employees 
having ratings of "competent"; third, all employees having ratings of "outstanding." 

Employees who have been promoted into a higher paying classification within a different 
department shall have rights of reversion to his/ her previously occupied position if subject to 
layoff. 

IX. Management Rights 

The rights of management include but are not limited to: 

A. Determine the mission of its constituent departments and boards; 

B. Set standards of service and hours of operation; 

C. Determine the procedures and standards of selection for employment and 
promotion; 

D. Determine the content of job descriptions; 

E. Direct its employees; 

F. Take disciplinary action; 

G. Relieve its employees from duty because of lack of work or for other legitimate 
reasons; 

H. Maintain the efficiency of governmental operations; 

I. Determine the methods, means, and personnel by which governmental operations 
are to be conducted; 

J. Take all necessary actions to carry out its mission in emergencies; 

K. Exercise control and discretion over its organization and the technology of 
performing its work. 

L. To propose new classifications during the life of this MOU, and to utilize the 
procedures of this MOU in order to meet and confer on rates of pay and family of jobs for such 
new classifications, and to establish and determine thereby such new job classifications; and 

M. To promulgate, modify and enforce work and safety rules and regulations. 

X. Employee Rights 

The rights of employees include but are not limited to: 
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A. The right to work in an environment free from harassment and discrimination based 
on sex, sexual orientation, race, age, disability, national origin, and religion. 

B. The right to not be retaliated against for complaining about harassment or 
discrimination in the workplace. 

C. The right to work in a safe work environment. 

D. The right to file grievances in accordance with the procedure set forth in this MOU. 

XL Association Rights 

The Association shall have the following rights: 

A. Deduction of Dues: Upon receipt of an authorized card, membership dues of 
LHCEA members shall be deducted by the City from the paycheck of the members. 

B. Use of Bulletin Boards: The City will provide the Association access to two bulletin 
boards for the purpose of posting information relevant to the Association and its meetings. 

C. Release Time For Meetings: Bargaining unit employees shall be provided with 
reasonable time off without loss of pay for purposes of meeting and conferring with management 
over wages, hours and working conditions and notifying its membership of such matters; 
processing grievances to be limited to meeting with management during the steps of the grievance 
process as outlined herein; and for representing employees in disciplinary meetings with 
management. In addition, bargaining unit employee shall be permitted to attend two annual 
meetings of the Association without loss of pay at a maximum of one hour for each meeting. 

XII. Holidays 

A. The City will observe 11 fixed holidays during which City Hall will be closed. 
Holidays falling on Sunday shall be observed on the following Monday. Holidays falling on 
Saturday shall be observed on the preceding Friday unless this, too, is a holiday and then one day 
sooner. Holidays include: 

New Year's Day 
Birthday of Martin Luther King, Jr 
Presidents Day 
Memorial Day 
Independence Day 
Labor Day 
Veterans Day 
Thanksgiving 
Day After Thanksgiving 
Christmas Eve 
Christmas Day 

B. Full-time employees shall receive 8 hours of holiday leave for the above-mentioned 
holidays. If a fixed holiday falls on an employee's regularly scheduled day off, then they may use 
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those holiday hours at a later date during the fiscal year. In order to receive holiday pay, an 
employee must have received pay for all of both the regularly scheduled assignment immediately 
prior to a holiday and the regularly scheduled assignment immediately after that holiday. 

C. The City shall provide full-time employees 29 discretionary holiday hours per fiscal 
year to be used as discretionary holiday leave. 

D. In addition to the holidays listed above, the City will observe a Holiday Closure by 
closing City facilities from December 26th through December 31 st

. The City shall provide paid 
leave time off during the Holiday Closure. Full-time employees shall receive 32 hours of personal 
time off per fiscal year to use during the holiday closure, or at a later time during the fiscal year. 

Number of Hours 

Fixed Holiday Hours 88 

Discretionary Holiday Hours 29 

Holiday Closure Hours 32 

E. All holiday and discretionary hours will be prorated for employees beginning full-
time employment with the City after the start of the fiscal year based on the remaining holidays. 
Discretionary holiday hours must be taken during each fiscal year and cannot be carried over to 
the succeeding fiscal year. 

F. Fixed Holiday Hours and Holiday Closure Hours have no cash value upon 
termination or retirement from the City. Discretionary Holiday Hours will be paid out at the 
employee' s base rate of pay upon termination or retirement from the City. 

G. On the anniversary of the 20th year of continuous full-time service, employees shall 
receive a one-time allotment of 40-hours of discretionary holiday leave which must be used in a 
twelve-month period after received. Such discretionary holiday leave hours do not have any cash 
value. 

XIII. Leaves 

A. Leaves With Pay 

Full-time employees accrue vacation and sick leave, discretionary holiday leave hours 
annually, and may accumulate compensatory overtime hours. In the interest of fairly and 
consistently accommodating all employees and maintaining adequate coverage for City Hall 
operations, all requested time off shall be first approved by the employee's immediate Supervisor 
and then approved by the Department Head with consideration to employee ' s preference and 
City's business needs. 

All requests for leave will be considered based upon availability of employee's leave hours, 
work load, work schedules, and coverage. 

The following process is to be followed when requesting time off: 
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• Employees desiring time off for planned vacation, discretionary holiday leave, 
compensatory time, or scheduled medical leave shall make such requests to their 
immediate Supervisor as soon as practicable. 

• Final approval of time off rests with the Department Head. 

1. Vacation 

a. 
to the following schedule: 

Full-time, non-management employees accrue vacation according 

Years of Service 

0-3 

3-10 

10+ 

Rate 

3.08 hours per pay period 

4.62 hours per pay period 

6.15 hours per pay period 

b. Vacation Payout 

Upon separation or retirement from City service, all employees shall be compensated at 
their current pay rate for their accrued vacation. 

No employee shall be allowed to carry over more than 320 hours of vacation time from 
one fiscal year to the next. At the start of the fiscal year, if an employee has more than 320 hours 
accrued, the City will automatically cash out any hours in excess of 320. 

On or before December 15 of each calendar year, an employee may make an irrevocable 
election to cash out accrued Vacation Time. The amount of hours that can be cashed out is limited 
to the amount of leave earned by the employee in the year of the payment. The cash out payment 
is paid the following December at the employee's base rate of pay. Elections will be made on forms 
provided by Finance and cannot be modified once elected. The employee's vacation time balance 
cannot be reduced below 60 hours as a result of cashing out vacation leave. Thus, if the employee's 
leave balance would fall below 60 hours as a result of cashing out leave, the employee will receive 
cash for their election only for the hours above 60. 

2. Sick Leave 

a. All full-time employees shall accrue sick leave at a rate of3.69 hours 
per pay period. 

b. All full-time employees prior to completing ten years of service as 
full- time employees, (hereafter, "ten-year anniversary") shall be eligible, if they so desire, each 
quarter (October 1, January 1, April 1, and July 1) to convert unused personal sick leave in excess 
of 160 hours at a rate of 8 hours of vacation for every 24 hours of personal sick leave. Upon 
honorable retirement or resignation from the City prior to their ten-year anniversary, a full-time 
employee who has personal sick leave in excess of 160 hours may convert the excess hours to 
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vacation at a rate of eight hours of vacation for every 24 hours of personal sick leave. In this 
situation, the vacation accrual limits set forth above can be exceeded to a maximum of 480 hours. 

c. When ill or injured, employees are required to notify their 
Department Head/Supervisor prior to starting the workday but no later than within one hour after 
the workday begins. When absence is due to a work-related injury, the employee's Department 
Head/Supervisor must be notified immediately. Medical verifications will be required for 
insurance purposes. 

d. All employees who know they will be absent from work shall 
receive their Department Head/Supervisor's permission in advance. Employees shall provide at 
least 30 days' notice for foreseeable leaves such as birth, adoption, or planned medical treatment. 

e. If an employee's accrued sick leave hours have been exhausted, 
additional sick time will be either unpaid leave time or deducted from available vacation hours. 
Use of sick leave hours is a privilege and not to be abused. Under such conditions, the City 
Manager may choose to identify the time off as an unpaid leave or as vacation time to be paid out 
of the employee's available vacation hours. 

f. Care for Ill Family Member. Employees may use half of their 
accrued sick leave for the care of an ill child, parent, spouse, grandparent, grand-child, sibling, 
registered domestic partner, or designated person. "Child" includes a biological, foster, or adopted 
child; a child of the employee's domestic partner; a stepchild; a legal ward; or a child to whom the 
employee acts as a parent. "Parent" includes a biological, foster, or adoptive parent; a step-parent; 
or a legal guardian. Sick leave to care for ill family members is subject to all policies that apply to 
sick leave. 

3. School Activity Leave 

Employees are entitled to take up to 40 hours of accrued leave annually to attend 
school related activities for their children. Such time off must be pre-approved by a supervisor 
and a supervisor may require proof of attendance. 

4. Bereavement Leave 

All full-time employees shall receive a maximum of 40 hours of bereavement leave, 
per instance, for absence necessitated by the death of immediate family members. This leave may 
be used up to three months after the death of the immediate family member. An immediate family 
member shall be defined as the spouse, children, parents, brothers, sisters, grandparents, parents­
in-law, or other individuals whose relationship to the employee is that of a dependent or near 
dependent. Where such death has occurred and upon request of the City Manager, the employee 
shall furnish satisfactory evidence of such death. 

5. Court Leave 

Although the City is not required to grant employees paid leaves of absence for jury 
duty or court-mandated appearances pursuant to California Government Code Section 1230, the 
City has elected to grant full-time employees up to 80 hours of service annually with full pay while 
performing jury duty services or other court-mandated appearances. If an employee is required to 
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l serve more than 80 hours, then the City Manager may grant an extension of time off with or without 
pay. 

a. If summoned to jury duty, employees should immediately notify 
their Department Head/Supervisor. 

b. Compensation received from jury duty will be deducted from the 
employee's paycheck; travel, parking, and meal allowances granted by the court may be retained 
by the employee. 

6. Military Leave 

a. A full-time employee who is released from active duty with the 
United States armed forces will be entitled to reinstatement to their former position or one with 
similar compensation and duties with no loss of seniority rights and full reimbursement for up to 
80 hours per fiscal year. However, military leave beyond 80 hours per year shall be without pay, 
unless the employee chooses to use vacation time while on leave. 

b. Prior to use of any military leave, an official copy of military orders 
must be submitted to the Finance Department. 

7. Catastrophic Leave (See City's Administrative Orders for details). Program 
will allow employees to donate sick time to individuals who qualify. 

8. Administrative Leave with Pay Pending Investigation into Possible 
Misconduct. 

The City, in its discretion, may place an employee on administrative leave with pay 
pending an investigation into possible misconduct by the employee. 

9. After Hours Call Back Pay (See City's Administrative Orders for details). 
Program will define criteria and standardization for responding to work matters outside of normal 
business hours. There shall be a one hour minimum for responding to the initial issue. If the need 
for response exceeds one-hour, further time will be booked in 15-minute increments. The City 
Manager shall consult with the Association on the criteria to be used within the Administrative 
Order. 

B. Leaves Without Pay 

1. Family Medical Leave Act (FMLA) (See City's Personnel Policies and 
Procedures) 

2. Time off for voting. The City will follow California Elections Code section 
14000 and provide reasonable time off to vote. If an employee does not have sufficient time outside 
of normal working hours to vote, then the employee may take time off of up to 2 hours of working 
time to vote without a loss of pay. 
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XIV. Benefits 

A. Retirement 

The City shall participate in the California Public Employees Retirement System's 
(CalPERS). Effective January 1, 2013, the City shall have two tiers of benefits as follows: 

I. Tier 1 (Employees hired before January 1, 2013 or individuals hired after 
January 1, 2013 who have participated in a public retirement system within the six months prior 
to being hired): 2% @ 60 Formula. Tier 1 employees shall pay the full 7% of the employee' s 
normal cost rate of the City's pension program with CalPERS. Additional benefits provided 
through CalPERS shall include the following: 

One-Year Final Compensation 

Post-Retirement Survivor Allowance 

Pre-Retirement Survivor Allowance 

1959 Survivor Benefits, including Third Level Benefits 

Extension of Reciprocity Rights for Elective Officers 

2. Tier 2 (Employees hired on or after January 1, 2013 who have not been 
members of a public retirement in the six months prior to employment with the City): 2% @ 62 
Formula, with 3-year Final Compensation. Tier 2 employees will pay 50% of the normal cost rate 
of the City's pension program, as dictated by the Public Employees' Pension Reform Act (PEPRA). 

B. Medical Insurance 

1. Employees are eligible to receive medical insurance the 1st of the month 
following the date of hire by the City. 

Effective July 1, 2025, the City will contribute the following towards 
employees' health insurance premium: 

Employee Only $1,127.34 

Employee + One $2,244.74 

Employee + Family $2,913.19 

During the term of this agreement, City contributions to medical insurance plan will 
increase to an amount not to exceed the percent equivalent of the annual increase of the BS Gold 
PPO premium. Employees will be responsible for paying any portion of their health insurance 
premium not covered by the City' s contribution amount. 
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The City shall provide a medical insurance rebate program for full-time employees who 
are eligible for the City medical insurance program, and who are currently enrolled under an 
outside non-City sponsored medical insurance program through a spouse or other source. Any full­
time employee who demonstrates proof of insurance from such other source and who makes a 
request to opt-out of the City's insurance program will receive five hundred dollars ($500.00) per 
month in lieu of City-sponsored medical insurance 

2. Employees are responsible for notifying the Finance Department of changes 
in personal information including marital status, number or age of dependents, name, address, etc. 

3. Changes to medical insurance is subject to an open enrollment generally in 
October of each year. 

4. Upon separation or dismissal, the employee should contact the Finance 
Department to make the necessary changes concerning insurance coverage. 

5. Under the Consolidated Omnibus Budget Reconciliation Act of 1985 
(COBRA), employees may continue health care coverage for themselves and their dependents 
under the City's group medical insurance program for a period not to exceed 18 months. The 
employee must pay the full insurance premium to receive coverage. Any dependent who loses 
coverage due to the death of the employee, divorce or legal separation from the employee, loss of 
dependent child status, or loss of Medicare eligibility, has the option to continue coverage for 36 
months at the dependent's sole expense. 

C. Dental 

The City will provide and pay the full cost of a dental insurance plan for full-time 
employees and their dependents. Any changes must be made by mutual agreement. 

D. Vision 

The City will provide and pay for the full cost of a vision insurance plan for full-time 
employees and their dependents. Any changes must be made by mutual agreement. 

E. Life Insurance 

1. The City will provide and pay life insurance for full-time employees based 
on 150% of their base annual salary up to a maximum $250,000. 

2. Coverage is subject to the terms and conditions of the insurance policy 
given to employees at the time of employment. 

F. Deferred Compensation 

The City shall make available to all full-time employees a Section 457 Deferred 
Compensation Plan. This is a voluntary program and is funded at the sole cost of each participating 
employee. 
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G. Supplemental Retirement Program 

The City shall provide a supplemental retirement program as set forth in Resolution No. 
99-05-04-1. 

H. Retiree Health Savings 

The City shall provide a retiree health savings plan as set forth in Resolution No. 2001-12-
11-2. 

I. Mileage Reimbursement 

All employees not receiving an automobile allowance shall be compensated at the 
prevailing IRS rate. 

J. Disability Insurance 

The City will provide and pay for a short and long-term disability plan for all full-time 
employees. 

1. The City provides disability insurance for full-time employees, and includes 
a short-term disability insurance policy that pays 60% of employees' weekly earnings to a 
maximum of $1,000 per week, less any other income benefits. Benefits begin after a 14-day 
elimination period and may continue for 24 weeks. 

2. Employees may use their time available from vacation, discretionary 
holiday leave and sick time to receive compensation during the 14-day elimination period. 

3. Long-term disability pays 60% of the full-time employee's basic monthly 
earnings to a maximum of $10,000 per month, less any other income benefits. Benefits begin after 
a 180-day elimination period. 

4. Employees must provide a doctor's release prior to returning to work, and 
the City will pay the employee's insurance premiums during the six-month short-term disability 
period. 

XV. Grievance Procedure 

A. An employee may file a grievance regarding management's interpretation or 
application of any provisions of this MOU. 

B. Disciplinary matters involving suspensions of five or more days and terminations 
(which are subject to the appeal procedure) in addition to matters involving harassment, 
discrimination, retaliation or safety violations are exempted from this process. 

The following procedure shall be used: 

I. If an employee has a conflict with his/her immediate Supervisor, and the 
employee believes further action is necessary to solve the problem, then the employee shall contact 
his/her immediate Supervisor to discuss the problem. If this discussion settles the matter, no further 
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action is necessary. However, if the employee feels the meeting does not resolve the problem, then 
the employee shall contact the Department Head and the Deputy City Manager for a continuation 
of an information discussion. 

2. If no satisfactory solution is reached, the employee has ten working days to 
begin the written proceedings. 

3. The employee shall write a formal statement of grievance detailing the 
subject of the dispute and provide two copies to his/her immediate Supervisor. (One copy for the 
Deputy City Manager and the other for the employee's Department Head) 

4. Within ten working days of receiving the written statement of grievance, 
the immediate Supervisor shall respond to the employee in writing. 

5. If no response is received, or the response is unsatisfactory, the employee 
may: 

a. Request a reply from the Deputy City Manager within 20 working 
days of filing the original statement of grievance. 

b. The Deputy City Manager shall reply in writing within ten working 
days of receiving the employee's request for reply. 

6. If no reply is received, or the reply is unsatisfactory, the employee may: 

a. Send a copy of the original written grievance to the City Manager 
within 40 working days of filing the original statement of grievance. 

b. The City Manager will reply with a written decision within 30 
calendar days of receiving a copy of the original statement of grievance. The City Manager's 
decision is final and not appealable. 

C. Important Details 

1. When filing a formal grievance, staying within the time limits is extremely 
important. A grievance will be forfeited iftimelines are not adhered. Time limits may be extended 
by mutual agreement of the parties at any step of the process. 

2. Be concise and factual. Cite dates and times verbally and in writing. In the 
written response, the employee should clearly state the specific problem being appealed, any 
actions to be taken, and the reasons for the actions. 

3. Employees may request another person's assistance to write or present their 
response and explanation at any time. 

XVI. Appeals Procedure for Suspensions of Five Days or More, Demotions, and Terminations 

A. Management will not impose a suspension of five or more days, demote, or 
terminate a non-probationary full-time employee without just cause. A written notice of such 
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proposed action shall be served on the employee personally, or by certified mail, at least fourteen 
calendar days prior to the effective date of the proposed action. Such written notice shall contain: 

1. a description of the proposed action and its effective date(s); 

2. a statement of the reasons for such proposed action, including the acts or 
omissions on which the proposed action is based; 

3. copies of all material on which the proposed action is based; 

4. a statement of the employee's right to respond-either orally or in writing­
prior to the effective date of such proposed action; 

5. a statement of the employee's right to representation; and 

6. a statement of the employee's right to appeal should such proposed action 
become final. 

B. Prior to the effective date of such suspension, demotion or discharge, an employee 
will be given an opportunity to respond - either orally or in writing at the employee's option - to 
a designated City representative, who has the authority to make an effective recommendation on 
the proposed disciplinary action. 

C. An employee may represent him or herself or may be represented by an Association 
representative in the disciplinary process. 

D. An employee shall receive written notice either sustaining, modifying, or canceling 
a proposed action on or prior to the effective date of such action. 

E. Upon receipt of a notice of intent to impose disciplinary action, an employee may, 
within fourteen calendar days of receipt of such notice, submit a request to the supervisor/ manager 
proposing discipline for a meeting to address the charges in the notice . A meeting will be 
scheduled at which the employee and/or his representative can make a presentation regarding why 
discipline should not be imposed or reduced. Within 14 calendar days of such meeting, the 
supervisor/ manager initially proposing discipline will render a decision regarding the matter. 

F. If the employee does not agree with the decision and wishes to further appeal the 
decision, he or she may file an appeal with the City Manager or his designee within fourteen 
calendar days of receipt of the decision from the supervisor/ manager. An appeal to the City 
Manager or his designee consists of a full trial-type evidentiary hearing where the employee may 
present witnesses and written evidence as well as have the opportunity to cross-examine witnesses 
and make opening and closing arguments (either in writing or orally). An employee may represent 
him or herself or may be represented by an Association representative. Such hearings are closed 
to the public but may be tape recorded or recorded through a court reporter. At the conclusion of 
the hearing, if a designated hearing officer is used, he or she will render a recommendation to the 
City Manager within the 30 days after the matter is submitted. The City Manager will consider 
the recommendation and either uphold or modify the recommendation. The City Manager's 
decision will be the final step in the appeal process. 
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XVII. Severability 

In the event that any provision of this MOU is declared invalid by any court of competent 
jurisdiction, such decision shall not invalidate the entire MOU, it being the express intent of the 
City Council that all other provisions not declared invalid shall remain in full force and effect. 

XVIII. No Strike 

During the life of this MOU, no work stoppages, strikes, slowdowns, or other concerted 
employee actions that can be interpreted as job actions shall be caused or sanctioned by the 
Association - nor shall any lockouts be caused by the City. In the event any employees covered 
by this MOU, individually or collectively, violate the provisions of this section and the Association 
fails to make all reasonable efforts to halt the work interruption, the Association and the employees 
involved shall be deemed in violation of this section. The City shall be entitled to seek all remedies 
available to it under the applicable law. 

XIX. City's Policies and Procedures 

All rules of conduct set forth in the City's Policies and Procedures (as modified from time 
to time) pertaining to such matters as harassment, drug and alcohol testing, dress code, workplace 
violence, FMLA, pregnancy disability leave, court leave and other policies applicable to all 
employees of the City shall continue to apply to bargaining unit employees unless otherwise made 
expressly inapplicable to bargaining unit employees. 

XX. Association Accessibility to Employees 

The City and Association have met and conferred and reached agreement regarding the 
implementation of Assembly Bill 119. 

XXI. Annual Labor / Management Committee Meetings 

The City and Association agree to implement annual labor / management committee 
meetings. The Assoc· tion may request additional meetings if needed. 

D RY HANLEY 
LHCEA PRESIDENT 

~~ LHCEA v1CEPRESJENT 
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