






























































Enrollment of employee's spouse will be postponed until a date to be determined, but only if
the spouse is eligible for enrollment to the health plan, effective that date, pursuant to the
Health Insurance Portability and Accountability Act (HIPAA). This election is irrevocable and
will revert to employee only coverage if employee's spouse is not eligible for enrollment on the
effective date cited above pursuant to HIPAA. The sick leave originally allocated for the
coverage of the employee's spouse shall be forfeit if the employee's spouse is not enrolled in
the health plan on the effective date cited above. Rights to continuation of health coverage
above is in addition to any rights the employee is entitled to under COBRA.

Effective January 1, 2012 {(impacting the premiums that are prepaid in December 2011), the
sick leave conversion above, at the time of retirement will be calculated at the lowest cost
combination of medical, dental and vision benefits offered by the County.

Employees hired after June 30, 2010 are not eligible for the conversion of sick leave to health
insurance or one year’s paid health coverage as outlined in this Section.

After a retired employee’s death, the retiree’s spouse may use remaining sick leave, subject to
the provisions of this section, to purchase medical benefits if the retiree elected survivor
benefits for the retiree’s PERS retirement pension and any other applicable requirements.
Under this provision, the spouse may purchase one month of medical benefits for one and one-
half days of accrued sick leave up to Medicare Supplemental Qualifying Age (MSQA). Unused
sick leave hours remaining upon a retiree’s death, a retiree achieving Medicare Supplemental
Qualifying Age (MSQA) or a spouse achieving Medicare Supplemental Qualifying Age
(MSQA) may not be cashed-out or converted to another benefit.

17.00 RETIREMENT PLAN

17.01 Membership

Participation in the retirement plan shall be consistent with the requirements of_the California
Public Employees’ Pension Reform Act of 2013 as it is currently enacted and as it is amended in
the future, and its implementing regulations, referred to hereinafter collectively as “PEPRA”. To
the extent PEPRA conflicts with any provision of this Resolution, PEPRA will govern.

a. “New Members” - For purposes of this section “New Member” is defined by PEPRA to be any
of the following (statutory reference is to the California Government Code):

(1) An individual who becomes a member of any public retirement system for the first time on or
after January 1, 2013, and who was not a member of any other public retirement system prior to
that date.

(2) An individual who becomes a member of a public retirement system for the first time on or
after January 1, 2013, and who was a member of another public retirement system prior to that
date, but who was not subject to reciprocity under subdivision (c) of Section 7522.02.

(3) An individual who was an active member in a retirement system and who, after a break in
service of more than six months, returned to active membership in that system with a new
employer. For purposes of this subdivision, a change in employment between state entities or from
one school employer to another shall not be considered as service with a new employer.
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PPOA members who are “New Members”, as defined above, are eligible to participate in the
County retirement program as contracted through the California Public Employees’ Retirement
System (“CalPERS”). The retirement program is integrated with Social Security and the retirement
benefit is based on the highest average annual compensation over a three-year period with the 2.7%
@ 57 safety formula and the 2% (@ 62 non-safety (miscellaneous) formula.

b. “Classic Members”: For purposes of this section “Classic Member” is defined as a member
who does not meet the definition of a "New Member" as defined by PEPRA. PPOA members who
are “‘Classic Members”, as defined above, are eligible to. participate in the County retirement

program as contracted through the California Public Employees’ Retirement System (“CalPERS”).
The retirement program is integrated with Social Security and the retirement benefit is based on the
highest single year of compensation with the 2% @ 50 safety formula and the 2% (@ 55 non-safety
(miscellaneous) formula.

17.02 Retirement Contribution

Safety Classifications:

PPOA safety members determined to be “Classic” members by CalPERS shall pay on a pre-tax
basis nine percent (9%) of compensation for the employee share of his’her CalPERS pension.
PPOA members determined to be “New” members by CalPERS shall pay an amount that is equal
to one half (1/2) of the normal costs of his/her CalPERS pension, or the contribution rate of
similarly situation employees, whichever is greater as determined by CalPERS.

Effective February 10, 2018, both Classic members and New safety members shall pay on a pre-tax
basis (to the extent allowed by law), an additional three percent (3%) of pensionable compensation
towards the employer’s share of PERS pension (total employee contribution of 12%). The County
will work with CalPERS to process a PERS Contract Amendment, which would credit this
additional contribution towards the employee’s account.

Non-Safety (Miscellaneous) Classifications:

PPOA non-safety (miscellaneous) members determined to be “Classic” members by CalPERS shall
pay on a pre-tax basis seven percent (7%) of compensation for the employee share of his/her
CalPERS pension. PPOA members determined to be ‘“New” members by CalPERS shall pay an
amount that is equal to one half (1/2) of the normal costs of histher CalPERS pension, or the
contribution rate of similarly situation employees, whichever is greater as determined by CalPERS.

Effective February 10, 2018, both Classic members and New non-safety (miscellaneous) members
shall pay on a pre-tax basis (to the extent allowed by law), an additional one percent (1%) of
pensionable compensation towards the employer’s share of PERS pension (total employee
contribution of 8%). The County will work with CalPERS to process a PERS Contract
Amendment, which would credit this additional contribution towards the employee’s account.
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17.03 Retirement Credit for Sick Leave

An employee may, upon retirement from the County under PERS, use any sick leave
accumulation in accordance with one of the following options:

1. Sick leave accumulation reported to PERS for service credit.

2. Sick leave conversion to purchase continued health, dental and vision coverage as
outlined in Section 16.05. Any remaining sick leave after conversion to be reported to
PERS as service credit.

3. An employee who has on accrual more than two hundred and forty (240) hours of sick
leave may be compensated for that portion over two hundred and forty (240) hours at one-
half (1/2) the normal rate of pay for the employee up to a maximum of three thousand
dollars ($3,000).

Employee’s must make their decision when they retire and may not later change their
election. Employee’s may not cash-out sick leave at retirement in combination with any of
these three options.

18.00 REIMBURSEMENT OF EXPENSES

18.01 Expenses for Mileage

Refer to Travel Policy in Personnel Rules.

18.02 Meal Reimbursements

Employees shall receive meal reimbursements in accordance the County’s Travel Policy
contained in the County of Butte Personnel Rules.

19.00 DISCIPLINARY ACTION

19.01 Right to Representation

The County shall advise the employee of his/her right to be represented by the Association or
other representative of his/her choosing at any meeting in which disciplinary action is to be
imposed or at which disciplinary action might reasonably be expected to be imposed. If the
employee elects to have representation present, and none is immediately available, the meeting
will be postponed for up to twenty-four (24) hours not including Saturdays, Sundays or
holidays, in order to permit the employee to obtain representation. Nothing herein shall be
construed to preclude the department and the employee, after due consideration of the facts and
circumstances of the department's allegations, from abandoning or modifying the proposed
disciplinary action by mutual consent.
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19.02

19.03

19.04

Definition of Discipline

Disciplinary action is defined as dismissal (except for probationary release or rejection,
including promotional probationary release), demotion (except for demotion due to layoff or
reduction in force), suspension without pay, and written reprimand. Disciplinary action may be
taken by the appointing authority or his/her designated representative for just and reasonable
cause and/or applicable personnel rules.

Pre-Disciplinary Notice

An appointing authority or designee who proposes to take disciplinary action against a regular
employee of a suspension without pay of five (§) days or more severity, shall first serve the
employee with notice of the proposed discipline including the right to respond to the appointing
authority prior to the action being taken. The notice shall be served at least seven (7) calendar
days prior to the effective day of the action and shall be served on the employee personally or
by certified mail. If the employee is personally served, the date of service shall be considered
to be the first day of notification. If the employee is served by certified mail, neither the day of
the mailing nor the following calendar day shall be considered in the five calendar days for
notification purposes. The notice shall clearly specify the action taken, the reason for the
action including the particular facts and specific incident(s) involved and the effective date(s)
of the action and, in cases of demotion, shall contain a statement as to the wages and duties of
the new position. The notice shall also advise the employee that a copy of the material upon
which the action is taken or based is attached; the right to be represented and to respond
verbally or in writing to the appointing authority or designated represeniative prior to the
effective date of the action, and the right to appeal the action and the time within which the
appeal may be made.

An appointing authority or a designated representative taking disciplinary action against an
employee may, when it is necessary for the operation of the department, or to conduct an
investigation into the allegation, assign the employee to less critical duties during the five (5)
day review period. When extraordinary circumstances exists that require the immediate
removal of the employee from the premises, an appointing authority or a designated
representative may place the employee on paid suspension subject to call not to exceed five (5)
days. If required to provide for full investigation of the allegations made against an employee
and it is necessary for the operation of the department, the five (5) day period for reassignment
or paid leave may be extended up to twenty (20} working days. Such leave may be extended
by request of the Appointing Authority and approval of the Director of Human Resources. A
copy of all notices and written responses shall be forwarded to the Director of Human
Resources.

Nothing in this section or in Section 20.05 shall be deemed to preclude the taking and
imposition of disciplinary action before the grievance procedure has been resorted to or
exhausted by the Association or Employee.

Notice to Association

The County Director of Human Resources will, upon receiving a notice of disciplinary action
for discharge, demotion, or suspension of an employee within the unit, immediately notify the
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19.05

Association.  Failure of the Director of Human Resources to immediately notify the
Association shall not affect the appointing authority's notice of discharge to the employee.

Appeal of Disciplinary Action
The Association may appeal the taking of disciplinary action against an employee pursuant to

the steps of the Grievance Procedure, commencing at the step above the level at which the
disciplinary action was taken or imposed. "Disciplinary Action” for the purpose of this section

““shall 'be “defined as distnissal (except for probationary release or tejection, including

20.00

20.01

20.02

promotional probationary rejection), demotion (except for demotion due to layoffs or reduction
in force), reduction in compensation, suspension without pay. Not included in the definition of
"discipline" under this section shall be oral and written reprimand and evaluation. Employees
shall have the right to submit, within thirty (30) days after receipt, a reasonable amount of
response and rebuttal material to any written reprimand and/or adverse evaluation, but oral and
written reprimands and adverse evaluations shall not be subject to the grievance procedure.

Where the Association elects arbitration of discipline, the grievance procedure shall be the sole
and exclusive means of appeal.

GRIEVANCE PROCEDURE

Intent

It is the intent of this grievance procedure to afford the parties the opportunity to resolve
workplace problems at the lowest possible level, and to thereby further the principles of
developing more harmonious employer/employee relations.

An employee (or employees) shall have the right to present a grievance pursuant to this
procedure. The employee (or employees) may be represented by the Association or an
individual of his/her choice in the formal steps of this procedure. Employees who present a
grievance shall not suffer reprisal or other punitive action by the County or the Association
because of the exercise of the right to present or appeal a grievance. An employee (or
employees) who have a grievance shall be given reasonable time off without loss of pay or
benefits to present the grievance to County management pursuant to this procedure.

Definition and Scope of a Grievance

a) A grievance may be filed by an employee, a group of employees or, under
circumstances described in Section 21.06 of this section, by the Association, of a
management interpretation or application of this Memorandum of Understanding, the
County Personnel Ordinance or the Personnel Rules.

b) Specifically excluded from the grievance procedure are subjects involving the
amendment of a state or federal law; Board of Supervisors' resolution, ordinance, or
minute order; disciplinary actions except as provided in Section 20.05, performance
evaluation, denial of merit increases, discriminatory acts, or other matters which have
other means of appeal.
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20.03 Grievance Procedure Steps

The grievance procedure shall consist of the following steps, each of which must be completed
prior to any request for further consideration of the matter. However, the County and
Association may agree to start the grievance procedure at any step on issues involving
Association rights. Further, County management is required at all formal levels of the
grievance procedure to consult with the Director of Human Resources, or his/her designee,
concerning the relationship of the grievance to Federal, State, or County law, resolution or
minute order or Memorandum of Understanding to the employee's wages, hours or conditions

- of employment. The Director of Human Resources shall also provide advice as to the effect of

any proposed grievance settlement on other County departments. No grievance resolution shall
be final until this consultation step has been completed. Time limits set forth herein are not
waived pending consultation with the Director of Human Resources or his/her designee.

Prior to filing the formal grievance pursuant to Step 1 below, the employee is required to
informally discuss the matter with their supervisor to determine if the issue may be resolved. If
the supervisor, however, is not available to meet with the employee or does not respond within
five (5) days, the employees may formally file the grievance in accordance with Step 2.
NOTE: A grievance must be submitted formally in writing to Step 1, if such option exists, or
to Step 2, if Step 1 option does not exist, within fifteen (15) calendar days of the occurrence or
the employee’s knowledge of the occurrence which gives rise to the grievance.

STEP 1
Second-level Management Representative

If the grievance is not resolved in the informal process, it may be formally submitted to the
second-level management representative designated by the appointing authority. The
grievance shall be submitted within fifteen (15) days after receipt of the decision of the
informal process and shall be submitted formally in writing stating the nature of the grievance
and the suggested solution. Within seven (7) days after receiving the written grievance, the
second-level management representative shall meet with the employee. Within seven (7) days
thereafter a written decision shall be delivered to the employee.

STEP 2
Appointing Authority

If the grievance is not settled under Step 1, it may be formally submitted to the appointing
authority. The grievance shall be submitted within seven (7) days after receipt of the written
decision from Step 1 or the results of the informal process whichever applies. Within seven (7)
days after receipt of the written grievance, the appointing authority or designated representative
shall meet with the employee. Within seven (7) days thereafter, a written decision shall be
delivered to the employee.

STEP 3
Mediation

If the grievance is not resolved after Step 2, as an alternative to proceeding directly to Step 4,
Arbitration, the grievance may be submitted to mediation. A request for mediation may be
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presented in writing to the Director of Human Resources within seven (7) calendar days from
the date a decision was rendered at Step 2. As soon as practicable thereafter, or as otherwise
agreed to by the parties, a mediator shall hear the grievance. A request for mediation will
automatically suspend the normal processing of a grievance until the mediation process is
completed. The mediation process shall be optional, and any opinion expressed by the
mediator shall be informal and shall be considered advisory.

STEP 4
ATt On e

If the parties are unable to reach a mutually satisfactory resolution of the grievance as a result
of discussions at Steps 1 through 3, or if there is a dispute as to whether or not the grievance
meets the definition of grievance under Section 20.02 hereof, the issue shall be submitted to an
impartial arbitrator who shall be designated by mutual agreement of grievant and/or his/her
representative and the Director of Human Resources. To the extent possible, the parties shall
utilize a standing arbitrator to be randomly selected from a panel of seven (7) jointly agreed to
by the parties.

1. Should the grievant and/or his/her representative and the Director of Human Resources
fail to reach agreement on selection of the arbitrator within twenty (20) days, they shall
jointly request a list of five (5) qualified arbitrators from the California State Mediation
and Conciliation Service. This request shall be submitted within five (5) days after
expiration of the time allotted to reach mutual agreement on selection of an arbitrator.
During the twenty (20) day period, and while waiting for the list from the California
State Mediation and Conciliation Service, the Director of Human Resources and the
representative(s) of the Association shall make every effort to explore mutually
acceptable resolutions to the grievance referred to arbitration. The purpose of this
process is to allow both parties to avoid the time and expense of the arbitration process
while pursuing mutually acceptable resolutions to grievances. If mutual selection
cannot be made from the list received within five (5) days, the parties shall select the
arbitrator by alternately striking names until only one name remains; that person shall
serve as the arbitrator. The party which strikes the first name from the list of arbitrators
shall be determined by a toss of a coin. The parties shall immediately request available
dates from the selected arbitrator, subject to California State Mediation and
Conciliation Service procedures. Unless the parties mutually agree otherwise; the
arbitration shall then be scheduled.

2. The grievant and/or his/her representative shall invoke the arbitration step within seven
(7) days of receipt of a decision at Step 3 of this procedure by submitting a written
request for arbitration to the Director of Human Resources.

3. In cases in which the Association represents the grievant, the County and Association
shall share the arbitration cost on a 50/50 basis. In cases in which the Association is not
representing the grievant, or the Association declines to carry a case to the arbitration
step, the fees and expenses of arbitration shall be shared on a 50/50 basis by the County
and the employee. Each party, however, shall bear the cost of its presentation including
preparation and post-hearing briefs, if any, provided that witnesses necessary to the
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- 20.02 and is consistent with all provisions herein.

presentation of the employee's case shall be granted necessary time off without loss of
pay or benefits to appear at the arbitration hearing.

Decisions of arbitrators on matters properly before them shall be final and binding on
the parties hereto to the extent permitted by law.

No arbitrator shall entertain, hear, decide, or make recommendations on any dispute
unless such dispute involves a position in the unit represented by the Association and
unless such dispute falls within the definition of a grievance as set forth in Section

Proposals to add to or change the Memorandum of Understanding or written
agreements or addenda supplementary thereto shall not be arbitrable and no proposal to
modify, amend or terminate this Memorandum of Understanding, nor any matter or
subject arising out of or in connection with such proposal, may be referred to arbitration
under this section.

No arbitrator shall have the power to amend or modify this Memorandum of
Understanding or a law, ordinance, resolution, regulation or rule which is within the
authority of the Board of Supervisors or other legislative body or to establish any new
terms or conditions of employment. The arbitrator's decision shall be limited only to
the application and interpretation of the existing rule in the matter referred for
consideration.

20.04 Consistent Awards

No settlement or award shall be made under the grievance procedure which is inconsistent with
the terms and conditions of this Memorandum of Understanding or any other County law,
ordinance, resolution, regulation or rule that is not superseded by the MOU. The Director of
Human Resources shall have the authority to settle grievances of up to $10,000 in accordance
with Board Resolution No. 01-013.

20.05 Administration of the Grievance Procedure

1.

As used herein, a "formally submitted grievance” shall include a concise description of
the problem; the section or sections of the memorandum, law, ordinance, resolution,
regulation or rule alleged to have been violated; the proposed remedy; the date of the
grievance; the date the grievance was filed and the signature(s) of the person or persons
filing the grievance.

If an employee does not present the grievance, or does not appeal the decision rendered
regarding the grievance within the time limits, the grievance shall be considered
resolved.

If a County representative does not render a decision to the employee within the time

limits, the employee may, within seven (7) days thereafter, appeal to the next step in the
procedure.
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If in the judgment of a management representative, the management representative does
not have the authority to resolve the grievance, the grievance may be referred to the
next step of the procedure.

By agreement in writing, the parties may extend any or all of the time limits of the
grievance procedure.

A copy of all formal grievance decisions shall be forwarded to the grievant, the Director

of Human Resources and the Association.

After consultation with the Association, the Director of Human Resources may
temporarily suspend or consolidate grievance processing on a section-wide basis in an
emergency situation. Emergencies shall be defined as natural or civil disaster or
overburdening of the grievance procedure by submission of multiple grievances filed as
a job action tactic. The Association may appeal the suspension or consolidation action
of the Director of Human Resources at the arbitration step of the grievance procedure.
In the event of such appeal, the County and the Association agree to jointly request a
list of arbitrators from the State Mediation and Conciliation Service within two (2)
working days of the Director of Human Resources action and to select an arbitrator
within five (5) calendar days of receipt of the list. The party which loses the appeal of
the Director of Human Resources action under this section shall pay the full cost of the
arbitrator.

20.06 Association’s Standing to Grieve

The Association shall have standing to grieve beginning at the first formal step as follows:

a. On all matters relating to Association rights or prerogatives or on matters relating to the
Association’s business relationship with the County.

b. On behalf of former County employees regarding their termination rights and benefits.

c. Where the Association determines that there is a substantial non-compliance with an
otherwise grievable term or condition of employment, where no specific employee is
directly affected by an interpretation or application of the County affecting otherwise
grievable terms and conditions of employment.

d. Where a grievance filed by an employee representing themselves or having a
representative other than the Association is resolved in a manner the Association
believes to be inconsistent with the Memorandum of Understanding.

21.00 SAFETY
21.01 Safe Working Conditions

When an employee has reason to believe a work assignment is in an unsafe work area or
involves unsafe equipment, the employee shall report the problem to the immediate supervisor
and may refuse to work in the area or use the equipment until it has been inspected by the
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22.00

|

22.02

22.03

23.00

24.00

25.00

supervisor. Should the supervisor, after such inspection, order the employee to work, the
employee shall do so unless the employee believes, within reason, the work environment to be
unsafe. In such instance, the employee may request the department head or assistant department
head to inspect the work area. The employee will be assigned other work until the inspection is
made. The decision of the department head is final. Nothing herein shall be deemed to waive
the employee's rights under CAL-OSHA.

TRANSTER AND PROMOTIONAL OPPORTUNITY

Refer to Personnel Rules.
Promotional Interviews
Refer to Personnel Rules.
Promotional Step Increase
Refer to Personnel Rules.
LAYOFF

Refer to Personnel Rules.

PERFORMANCE EVALUATION

An employee who receives a "Not Satisfactory" overall rating on a performance report or is
denied a merit increase, may appeal to the appointing authority within ten (10) days of such
notice. The appointing authority's decision shall be final. The appointing authority will
provide a written response to the employee requesting a review of his/her evaluation.

No evaluation of any employee shall be placed in his/her personnel file without providing the
employee an opportunity for discussion between the employee and an evaluator. Negative
evaluations shall include specific recommendations for improvements and provisions for
assisting the employee in implementing any recommendations for improvements to be made.
Employees shall have the right to review and respond to any derogatory evaluation.

DISABILITY INSURANCE

Each regular employee in the unit shall be required to participate in the Disability Insurance
Plan (“the Plan™). Premiums will be paid totally by the employees through payroll deduction.
Required participation means that the employee must make payroll contributions to the Plan
but application to receive disability payments benefits under the Plan is purely discretionary on
the part of the employee.

The Disability Insurance Plan shall be integrated with the County's sick leave plan and the
employee(s) shall be allowed to use all accrued time available in accordance to the Mandatory
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30.00

31.00

32.00

33.00

Leave Accrual Usage policy for each disability in accordance with the SDI/PFL Coordination
Program.

LIFE INSURANCE

Unit employees shall receive twenty thousand dollars ($20,000) in term life insurance.
Employees may buy specified additional insurance through the County's group carrier.

RS 12 P ROGRAM

The IRS Section 125 Program will remain in effect for the term of this agreement.

EMPLOYEE ASSISTANCE PROGRAM

The County shall maintain in effect the Employee Assistance Program as revised; and pay the
monthly cost of the program.

FIRST AID AND CPR TRAINING

During the term of agreement, and as may be necessary to provide refresher courses, training
shall be made available in First Aid and Cardio Pulmonary Resuscitation in order that County
work areas have employees trained in such skills.

EXTRA HELP WORK

Regular County employees shall be allowed to work as extra help when:

L. The extra help work is voluntary; and
2. The work is in a different occupational category.
PERSONNEL RULES

The County and Association agree to meet and confer on personnel rule changes through a joint
labor management committee including all County labor organizations.

PAST PRACTICES

All past practices are non-enforceable as of the effective date of this MOU unless the parties
continue to utilize the past practice during the term of the MOU.

SIDE LETTERS

All side letters are non-enforceable as of the effective date of this MOU unless the parties
expressly add them to the MOU. The parties acknowledge that they will both continue to
honor the following side letter:

8/10/2015 — Minimum Qualification language/Grandfathering of thirteen (13) employees
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COMPARABLES

The County and the Association agree that the following agencies will be utilized for human
resource purposes: El Dorado County, Nevada County, Placer County, Plumas County, Shasta
County, Sutter County, Yolo County and Yuba County.

FULL AGREEMENT

General Provisions

It is understood this agreement represents the complete and final understanding on all
negotiable issues between the County and the Association. This agreement supersedes all
previous Memoranda of Understanding or Memoranda of Agreement between the County and
the Association, except as specifically referred to in this agreement. All ordinances, resolutions
or rules not specifically referred to in this agreement shall not be superseded, modified or
repealed by implication or otherwise by the provisions hereof. The parties for the term of this
agreement, voluntarily and unqualifiedly agree to waive the obligation to negotiate with respect
to any practice, subject or matter which may not have been within the knowledge of the parties
at the time this agreement was negotiated and signed. In the event any new practice, subject or
matter arises during the term of this agreement and any action is proposed by the County, the
Association shall be afforded notice and shall have a right to meet and confer upon their
request. In the absence of agreement on such proposed actions, the County reserves the right to
take the necessary action by management direction.

The County and Association may agree to additional Memorandum of Understanding changes
(non-economic) during the term of this agreement by mutual agreement.

ENACTMENT

This Memorandum of Understanding shall become effective when ratified by the Association's
membership and adopted by resolution of the Butte County Board of Supervisors. Upon such
adoption, the provisions of this memorandum shall supersede and control over conflicting or
inconsistent County ordinances, resolutions or rules.

SAVINGS CLAUSE

If any provision of this memorandum shall be held invalid by operation of law or by a court of
competent jurisdiction, or if compliance with or enforcement of any provision shall be
restrained by any tribunal, the remainder of this Memorandum of Understanding shall not be
affected thereby, and the parties shall enter into negotiations for the sole purpose of arriving at
a mutually satisfactory replacement for such provision or provisions.

PEACEFUL PERFORMANCE

The parties to this memorandum agree that there shall be no Job Actions or lockouts during its
term. Job Action is defined as any strike, sit-down, stay-in, sick-out, refusal to work overtime,
slow-down or picketing. In the event of any Job Action by any represented employee(s), the
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Association shall, in writing, advise the employee(s) to cease their action(s) and resume normal
work. The Association shall give a copy of its notice to the County.

The County retains the right to discipline employees participating or giving leadership to
actions which violate this section and to seek legal remedies, including damages, against them.

39.00 TERM OF MEMORANDUM

This Memorandum shall become effective upon Board adoption in full and effective up to
February 7, 2020. The County and Association shall begin the meet and confer process by
September 30, 2019, and conclude negotiations in a reasonable time.
Signed and entered into this 28" day of February 2017.
ASSOCIATION RATIFICATION

Ratified by the Butte County Probation Peace Officers Bargaining Unit (Association) on the 4™ day of
January 2017.

ASSOCIATION COUNTY OF BUTTE
by Lz s
Debra Hoffman, Butte County Probation Brian Ring,
Peace Officer’s Association Assistant Chief Administrative Officer

Q/

mous Association Representative

ZIJ

\))bhléf(' egotiator

COUNTY RATIFICATION

Ratified by the Butte County Board of Supervisors this 28" day of February, 2017.

BLL Connell,

Bill Connelly, Chair, Buttefounty Board of Supervisors

ATTEST:

Paul Hahn Chief Administrative Officer
and Clerk of the Board of Supervisors

g
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o ATTACHMENT A

Wage Schedule
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Attachment B

PROBATION PEACE OFFICERS UNIT
PROCEDURE FOR RELEASE OF EMPLOYEES AND
STEWARDS FOR REPRESENTATION OF EMPLOYEES

Employees desiring representation by the Association shall first request release time from their
immediate supervisor. Supervisors are to provide, within a reasonable period of time, sufficient time
_.for an employee to receive representation.. If the time and duration of release. is during an emergency,
when coverage for the employee is not possible, or essential services may not be interrupted, the
supervisor may temporarily deny the release until such time arrangements can be made. Once a time
and duration has been agreed upon between the employee requesting representation and his/her
supervisor, the employee contacts his/her Steward or the Association to obtain representation.

Stewards contacted for assistance in representation will obtain their supervisor's approval for the time
and duration requested. Supervisors are to provide Stewards reasonable time to represent employees,
but may restrict release in cases of emergencies, lack of coverage, or where essential services may not
be interrupted. Should a Steward not be able to be released when the employee has been approved for
release, contact should be made with the Chief Steward or paid staff of the Association to obtain a
Steward or a paid representative that is able to meet with the employee during the time the employee
has been released. If no other Steward or paid representative is able to provide representation when
needed, the Steward should advise and work with his/her supervisor and the supervisor of the
employee to arrange a mutual time when the employee and his/her representative may meet.

EMPLOYEE REPRESENTATION RELEASE RECORD
When an agreed upon release time has been approved, the Steward shall initiate completion of the
form and have the employee, employee's supervisor and Steward’s supervisor complete and sign the

record after the representation has been completed.

The original is to be sent to the Personnel Director, with copies to the Steward and his/her supervisor.
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EMPLOYEE REPRESENTATION RELEASE TIME RECORD

Name of Steward/Employee Representative

st 3 5 3k ke 3 e ok ok ok sk ok ke ook ok g ok ok sk ok e sk ok ok e sk e skok sk kb Rk kR kR R R R Rk Rk Rk ko Rk kR gk

Employee Requesting Representation:

Reason: [ ] Grievance [ ] Discipline Appeal [ 1 Meet & Confer
Time of Representation: to
Employee Signature: Date:

ok ke ok ok o ok sk ok ok sbe o ok ok ok ok e ok ok ok ok ok o ok ok ok o kol ok 3k ok ok e ok ke o ok sk sk ok o ok ko s kR skoiok ok R R ok s R Rskok R ok R ko

Employee's Supervisor:

Time of Request:

Release Time Approved: to

Actual Release Time: to

Supervisor's Signature: Date:

sk ok ok o ok ok ok ok ok ok ok ok 3 sk ok ok ok ok ok ok ol ok o ok ok o ok ok sl ol ke sk o o o R o ok ok ke ol e stk ok sk ok s sk ke sk ok R Aok SR Rk ROk Rk

Steward/Employee Representative Supervisor:

Time Request Made: Date:

Time Granted: to

Actual Time: to

Supervisor's Signature: Date:

Steward/Employee Representative Signature: Date:
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COUNTY OF BUTTE - HUMAN RESOURCES DEPARTMENT
GRIEVANCE FORM Grievance No.

(This form to be used by all bargaining units)
INFORMAL Step: Immediate Supervisor (informal presentation of grievance to Immediate Supervisor)

An informal discussion with the immediate supervisor is required per your MOU.

Prior to filing the formal grievance pursuant to Step 1 below, the employee is required to informally discuss the matter with their
supervisor to determine if the issue may be resolved.

Tiiformial Conference HEld Date: =~ 1 e e [t GUBEFVISOR Bitlles e

If the grievance is not settled satisfactorily at the Informal Conference, the grievance may be sent in writing 1o the Second Level
Supervisor to whom the Immediate Supervisor reports within fifieen (15) calendar days of the occurrence or the employee’s
knowledge of the occurrence, which gives rise fo the grievance. A grievance conference will be held within seven (7) days after
receipt of a timely grievance at Step 1.

STEP I - SECOND LEVEL SUPERVISOR

To:

Supervisor Title Department

From;
Employee Title Department

List all the specific MOU Section(s) and/ or Personnel Rule{s) that apply to the grievance.

SPECIFIC Section (s) of MOU and / or Personnel Rule {s) alleged to be violated:

Specify dates, times, witnesses, specific facts, the nature of your grievance, and the specific remedy requested. Attach additional
information if more space is necessary. Refer to your bargaining unit grievance procedure for specific details of the grievance
process. The Employee Representative must be notified of any scheduled hearings.

Grievance Statement:

Specific Remedy requested:

Employee Name Title Date

Employee Representative Bargaining Unit Representative
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DATE RECEIVED BY SECOND LEVEL SUPERVISOR: Date of Step | conference:

Step 1 Response:

Supervisor’s Signature Date of Step 1 Response

STEP 2 - APPOINTING AUTHORITY

if the grievance is not settled at the Informal Conference or under Step 1, it may be submitted to the Appointing Authority or histher designated representative within
seven (7) days after receipt of the written response at Step | or the verbal decision at Step 1, whichever is applicable. A Step 2 conference will be scheduled within
seven (7) days after receipt gf a timely written grievance.

Date Grievance Received Date Step 2 Conference Held

Appointing Authority Response:

Appointing Authority's Signature Date of Step 2 Response

STEP 3 MEDIATION (OPTIONAL)

The request for mediation must be made in writing to the Director - Human Resources within seven {7} days after receipt af the Appointing Authority's Response.

DATE REQUEST FOR MEDIATION FILED:

Employee Signature Bargaining Unit Representative’s Signature

STEP 4 ARBITRATION

The request for arbitration must be made in writing to the Director - Human Resources after receipt of the Appointing Authority s response within the time limits
stated in you Memorandum of Understanding.

DATE REQUEST FOR ARBITRATION FILED:

Employee Signature Bargaimng Unil Representative’s Signature
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