SAUSALITO-MARIN CITY SANITARY DISTRICT
RESOLUTION NO. 1035

A RESOLUTION ADOPTING A MEMORANDUM OF UNDERSTANDING BETWEEN THE
SMCSD AND OPERATING ENGINEERS LOCAL, NO. 3 - GENERAL UNIT

The Board of Directors of the Sausalito-Marin City Sanitary District, Marin County finds
and determines as follows:

Whereas, the District recognizes Operating Engineers, Local No. 3 (OE3) as the exclusive
bargaining representative for the General Unit employees; and

Whereas, the District and OE3 have bargained in good faith on matters within the scope
of representation pursuant to the Meyer-Milias-Brown Act (Government Code Section 3500-
3510), and have prepared the Memorandum of Understanding — Operating Engineers Local, 3 -
General Unit (MOU); and

Whereas, the OE3 and répresented employees have approved and ratified the MOU for
a five (5) year term from FY 2017/18 to FY 2021/22, which will take effect upon approval by the
Board of Directors; and

Whereas, the MOU is attached and made part of this Resolution.
In consideration of the foregoing finding and determinations,

THEREFORE, BE IT RESOLVED that the District Board of Directors adopts this Resolution to
establish and approve the attached MOU between the Operating Engineers, Local 3 and the
District for a five (5) year term from FY 2017/18 to FY 2021/22; and

That the District Secretary is directed and authorized to file a copy of said Resolution and
distribute as necessary.

* * * * * *

I certify that the foregoing Resolution was duly and regularly adopted by the Board of Directors
of the Sausalito-Marin City Sanitary District, Marin County, California, at a meeting held on July
10, 2017 by the following vote:

AYES, and in favor thereof, Directors: Arnott, Beers, Delano, Ring

NOES, Directors:
ABSTAIN, Directors:
ABSENT, Directors: Rheiner

(SMCSD Seal)

APPROVED: ATTEST:

Catherine A. Bondanza, Board Secre ary (Acting)
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Memorandum of Understanding
Between

Sausalito Marin City Sanitary District
And

Operating Engineers, Local 3

General Unit

ARTICLE 1 - DESIGNATION OF PARTIES

1.1

Preamble: This Memorandum of Understanding (MOU) is entered into by and between
Operating Engineers, Local 3 (OE3) and the Sausalito - Marin City Sanitary District
(District). The MOU is entered into pursuant to the Meyer-Milias-Brown Act
(Government Code Section 3500-3510). The District recognizes Operating Engineers
Union, Local 3 as the exclusive bargaining representative for the General Unit." This
agreement disbands the OE3 Professional/Supervisory Unit and moves all non-supervisory
classifications into the general unit with existing ranges adjusted according to the terms of
this agreement. Please refer to Exhibit A for specific job classifications in the General

Unit.

General Unit members are covered by the Revised District Personnel Rules, adopted by
Board Action on April 4, 2016, unless this MOU provides a different benefit, in which

case the MOU provision prevails.

ARTICLE 2 - GENERAL PROVISIONS

2.1
22

23

Term of Agreement: Five (5) year term of agreement. July 1, 2017 through June 30, 2022.

Duration: This MOU shall be effective upon Board of Directors adoption, except for those
provisions of the Memorandum of Understanding which have been assigned other
effective dates as herein above set forth and shall remain in full force and effect to and
including the thirty (30th) day of June 2022 and shall continue thereafter from year to year
unless at least one hundred twenty (120), days prior to the first (1st) day of July 2022, or
prior to the first (1st) day of July of any subsequent year, either party shall file written
notice with the other of its desire to amend, modify, or terminate this Memorandum of

Understanding.

Employer-Employee Rights: Bargaining Unit Employees shall have the right to form, join
and participate in activities of the employee organization of their own choosing for the
purpose of representation on all matters of employer-employee relations. Employees of
the District also have the right to refuse to join or participate in the activities of the
employee organization and shall have the right to represent themselves individually in




their employment relations with the District. No employee or their representative shall be
interfered with intimidated, restrained, coerced or discriminated against by the District or
by any employee organization because of his/her exercise of these rights.

Union Security

A. Notice of Recognized Union. When a person is hired into a classification
represented by Operating Engineers Union Local #3, Sausalito-Marin City
Sanitary District shall notify such person(s) that Operating Engineers Union Local
#3 is the exclusive recognized bargaining agent for the employees in said
representation and provide such person(s) with enrollment materials supplied by
the Union for the sole purpose of joining the Union and effecting payroll dues
deductions. Sausalito-Marin City Sanitary District will give a written notice to the
Union containing the names and addresses of all newly employed within in the
representative unit within thirty days from the beginning of their employment.

B. Maintenance of Membership. Employees in the represented unit will become
members of Operating Engineers, Local 3 upon the date the Memorandum of
Understanding is executed or who become members of the Union during the term
of this Memorandum of Understanding except that such employees may withdraw
from the Union Membership during the month of July of any year. Employees
desiring to revoke his/her membership from Operating Engineers, Local 3 shall
forward a written request to the Sausalito-Marin City Sanitary District General
Manager and a letter to the Public Employees Division Director. To be
considered, the letter shall be received by the Director of Public Employees
Division of the Operating Engineers, Local 3 within the month of July of any

year.

Monthly dues deductions by Sausalito-Marin City Sanitary District shall be made
only upon signed authorizations from the employee. The Union will provide

payroll deduction cards for employees to be fill out by the employees. Employees
may revoke their Union payroll dues deductions in the month of July of any year.
The effective date of any revocation of any existing authorization shall be August

1 of any year.

C. Hold Harmless. Operating Engineers, Local 3 shall indemnify and hold the
Sausalito-Marin City Sanitary District, its officers and employees harmless from
any and all claims, demands, suits, or any other action arising from the
membership of dues or deductions.

D. Decertification. Employees may revoke or cancel representation by Operating
Engineers, Local 3 by a vote of 51% of represented employees in any bargaining
unit. A vote of revocation or cancellation will become effective on the last day of
current Memorandum of Understanding. Employees and Operating Engineers,




Local 3 may by written mutual agreement cancel or revoke employee
representation of unit employees at any time during the term of the contract or on
the last day of current Memorandum of Understanding.

Dues Deduction. The employee’s earnings must be sufficient after all legal and
required deductions are made to cover the amount of dues. When an employee is
in a non-pay status for an entire pay period, no dues withholding will be made to
cover that pay period from future earnings nor will the employee deposit the
amount with the District which would have been withheld if the member had been
in a pay status during that period. In the case of an employee who is in a non-pay
status during only part of that period and salary is not sufficient to cover the full
withholding, no deduction shall be made. In this connection, all other legal and
required deductions have priority over Union dues.

Dues withheld by the District shall be transmitted to the officer designated in
writing by the Operating Engineers, Local 3 as the person authorized to receive
such funds, at the address specified. At the time the dues are remitted to the
Union, the District shall transmit a list containing names, classifications, and rates
of pay of employees employed in the classifications represented by the Union.
Employees who are no longer in a pay status with the District will be identified
with the reason of such status, i.e., leave of absence, resignation, retirement, or
termination. Union dues shall only be deducted from employee wages after the
Union has presented the General Manager with valid dues deduction cards.

2.5 Management Rights:

Except as otherwise specifically provided in this rule or subsequent ones, the District has,
and retains, the sole and exclusive rights and functions of management, including, but not

limited to, the following:

A.

B.

The right to determine the nature and extent of services to be performed, as well
as the right to determine and implement its public function and responsibility.

The right to manage all facilities and operations of the District, including the
methods, means and personnel by which the District’s operations are to be

conducted.
The rights to schedule working hours, allot and assign work.
The right to establish, modify or change work schedules or standards

The right to direct the working forces, including the right to hire, promote,
demote, or transfer any employee.

The location of all plants and facilities.



The determination of the layout and the machinery, equipment or materials to be
used.

The determination of processes, techniques, methods and means of all operations,
including changes or adjustments of any machinery or equipment.

The determination of the size and composition of the working force.

The determination of policy and procedures affecting the selection or training of
new employees.

The establishment, assessment and implementation of employee performance
standards, including, but not limited to, quality and quantity standards, the
assessment and procedures for assessment of employee performances and
physical requirements and tests to assess physical requirements, including
physical fitness for duty examinations.

The control and use of District’s property, material, machinery or equipment.

The scheduling of operations and the determination of the number and duration of
shifts.

The determination of safety, health and property protection measures.
The transfer of work from one job to another or form one plant or unit to another.

Introduction of new, improved or different methods of operations, or changes in
existing methods.

The right to demote or relieve employees from duty for lack of work or other
reasons deemed legitimate by management.

The rights to reprimand, suspend, discharge or otherwise discipline employees for
cause. The judgment of management shall govern except for an abuse of

discretion.
The establishment and determination of job classifications.

The right to take such other and further action as may be necessary to organize
and operate the District in the most efficient and economical manner and in the

best interest of the public it serves.

The exercise of management rights shall not preclude employees or employee
organizations from presenting grievances concerning the effect of said action
upon the employees; provided, however, the basic right of management to act
hereunder or make such decisions is unimpaired. Provided further that all acts of
management shall be consistent with this rule or accepted memoranda of

understanding.



2.6

2.7

District Classification Plan: Refer to Revised District Personnel Rules adopted by Board
Action on April 4, 2016.

No Strike, No Lockout:

The District and the Union recognize that the public interest requires the efficient and
uninterrupted performance of all District services and to this end pledge their best efforts
to avoid or eliminate any conduct contrary to this objective. Neither the Union nor the
District shall cause, engage in, or sanction any work stoppage, slow down, action in
sympathy, or other interference with District functions.

The District shall not constitute any lockout of its employees during the term of this
Agreement.

ARTICLE 3 - WAGES

3.1
3.2

Wages: See Exhibit A Monthly Base Salary Schedule.

Salary Adjustments: A 4.5% increase on July 1, 2017. In the following years of the MOU
an annual COLA of 1% plus the prior calendar year’s San Francisco-Oakland-San Jose
Consumer Price Index Annual Average for Urban Wage Earners and Clerical Workers
(CPI-W) as calculated by the U.S. Department of Labor for each year of the term of the
MOU. The District will maintain a COLA floor of 1% with no cap.

ARTICLE 4 - HOLIDAY LEAVE

4.1

Holidays: The following holidays are observed by the District:

January 1 (New Year’s Day)

Third Monday in January (Martin Luther King Day)
Third Monday in February (President’s Day)

Last Monday in May (Memorial Day)

July 4 (Independence Day)

First Monday in September (Labor Day)

November 11 (Veterans’ Day)

Fourth Thursday in November (Thanksgiving)

Fourth Friday in November (Day after Thanksgiving)
December 25 (Christmas)

In addition to the aforementioned holidays, each employee shall have three (3) floating
holidays (24 hours) per fiscal year as paid holidays, provided that a new employee or an
employee who leaves the service of the District will receive three (3) floating holidays
during the employee's year of employment on a pro rata basis (e.g. six (6) months of
employment entitles the employee to 1.5 floating holidays). Upon resignation or
retirement of an employee, the employee will be paid a lump sum for all floating holiday



leave earned but not used on a pro rata basis; or if floating holiday usage has exceeded that
earned, an equivalent value of the excess usage will be deducted from the employee's last
paycheck. An employee may not accumulate floating holidays, i.e., the balance on June 30
each year shall be zero. All floating holidays shall be credited to employees on the first
payroll of the fiscal year in early July.

Employees necessary to maintain public safety or emergency services shall be required to
work on holidays.

When a holiday falls on Sunday, the following Monday shall be observed as the holiday.
When a holiday falls on a Saturday, the previous Friday shall be observed as the holiday.
The holiday schedule shall be determined by the Operations Superintendent or General
Manager with due regard for the wishes of the employee and particular regard for the
needs of the District. Paid holidays shall be granted only to probationary and regular
employees. Part time employees shall not be entitled to paid holidays.

ARTICLE 5 - LEAVE OF ABSENCE

5.1

Vacation:

All full-time, probationary and regular employees shall accrue vacation credits at the rate
of 5/6 working days per month (10 working days per year), determined from the date of
initial employment with the District. After completion of the third year of employment,
vacation credits will be earned at a rate of one and one-quarter (1-1/4) working days per
month (15 working days per year). After completion of the tenth year of employment,
vacation credits will be earned at a rate of one and two thirds (1- 2/3) working days per
month (20 working days per year). After completion of the twentieth year of employment,
vacation credits will be earned at a rate of two and one twelfth (2-1/12) working days per
month (25 working days per year). After completion of the thirtieth year of employment,
vacation credits will be earned at a rate of two and one half (2-1/2) working days per

month (30 working days per year).

Only probationary and regular employees shall be entitled to accrue vacation leave. Part-
time employees shall not be entitled to accrue vacation leave.

An employee shall be initially required to work six months in order to be eligible to use
accrued annual vacation leave. Employees terminating before six months of service will

receive vacation pay on a pro rata basis.

It is the policy of the District that employees take their vacation each year; provided,
however, that for reasons deemed sufficient by the General Manager, an employee may
take less than the accrued vacation one year, with a corresponding longer vacation the
following year. In the event an employee is not able to take all of the vacation to which



5.2
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s’he is entitled in a calendar year, s/he may accumulate vacation and carry it over into the
next year up to a maximum of one previous year's vacation as of June 30th of any year. If
an employee's vacation has been deferred due to requirements of the District service, the
General Manager may exercise his or her discretion to approve an increase in the
maximum amount of vacation that the employee may accumulate.

The times during which an employee may take vacations shall be approved by the General
Manager and scheduled by April 30th of each year with preference for vacation time given
according to seniority; provided that if the requirements of the District service are such
that part or all of an employee's vacation must be deferred beyond a particular calendar
year, the employee may take the vacation during the following calendar year. The vacation
scheduling shall be at the discretion of the Operations Superintendent or General Manager.
Review of requests will be made with due regard for the wishes of the Employee and
particular regard for District needs. Vacation and personal leave shall be prioritized, based
on seniority. Once the schedule is set, it can only be changed by the mutual agreement of
all involved parties and at the discretion of the Operations Superintendent or General

Manager.

Once an employee reaches his or her maximum accumulation, no more vacation will be
earned until an equal amount of accumulated vacation is used.

A holiday that occurs or a sick leave day that is used during an employee's vacation shall
not be charged as vacation.
Upon the termination of an employee's service with the District, s/he shall either be

granted time off or be paid a lump sum for all authorized accrued vacation that s/he has
earned, provided that the employee has been in the service of the District for more than six

months.
Vacation Sellback: Employees are allowed a maximum sellback equal to the number of
vacation days taken in the previous or current fiscal year up to a maximum of ten (10)

days in any fiscal year.

Sick Leave: Every person who has been employed by the District continuously for six
months and receives a regular appointment shall be entitled to receive one working day of
sick leave with pay for each full calendar month of regular full-time employment.
Employees shall accrue sick leave credit dating back to their first day of employment.

Sick leave may be taken for:

A. Anemployee's illness or injury. Satisfactory proof of the necessity for sick leave
shall be furnished when requested, in the form of a doctor's certificate, certifying
that the employee is unable to perform his/her regular duties. The District may, at
its sole discretion and expense, require an additional certificate from a doctor
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5.5

5.6

selected by the District, certifying that the employee is unable to perform his/her
regular duties.

B. A non-exempt employee's dental, eye or other physical or medical examination or
treatment by a licensed practitioner. Leaves for this purpose may be limited to
four hours in any one working day and should be scheduled so as to minimize any
interference with the employee's workday and the District's operations.

C. Providing necessary care for an ill or injured member of the immediate family.
The District may require a doctor's statement or a personal affidavit indicating

that the employee's presence was required.
Bereavement leave for immediate family (As defined under FMLA).
There shall be no limit to accrual of unused sick leave.

Upon termination of employment there will be no pay-out of unused sick leave.

e

In the event an employee on sick leave is entitled to Workers' Compensation
benefits, such benefits will be integrated with sick leave.

H. Absences due to work-related injury or illness are covered by Workers'
Compensation benefits described in the District’s Personnel Rules.

Sick leave will not be allowed while on vacation unless notification of the sick leave is
received at the time the sick leave is taken. Such sick leave shall be verified by an
appropriate doctor's certification if so directed by the Operations Superintendent or

General Manager.

Medical Disability Leave: The District shall provide Medical Disability Leave in
accordance with the Family Medical Leave Act (FMLA) and the California Family Rights

Act (CFRA).

Personal Leave of Absence:

At the discretion of the General Manager, personal leaves of absence may be granted.
Each request will be given consideration based on individual circumstances and the
impact on the operation of the District. While on personal leave, the employee will not
earn vacation or sick leave, and the employee's salary step increase review date will be
adjusted accordingly. However, the employee will be eligible for insurance coverage and
District premium payments will be made in accordance with terms of the insurance plans,
the Family Medical Leave Act (FMLA) and the California Family Rights Act (CFRA).

Military Leave:

Military leave shall be granted in accordance with applicable provisions of federal or state
law. All employees entitled to military leave shall give the District an opportunity within
the limits of military regulations to determine when such leave shall be taken.



5.7

5.8

An employee who is a member of an Armed Forces Reserve Unit, the National Guard or
the Naval Militia, shall be granted leave of absence while engaged in military duty,
including time involved in going to and from such duty, provided such period of leave
does not exceed 180 calendar days or any longer period required by law. Employees who
have been employed by the District for a period of not less than one year immediately
prior to the day on which the absence for such leave begins shall continue to receive their
full salary for the first thirty (30) days of such leave taken for purposes of active military
duty. Leave for inactive military reserve duty (i.e., monthly weekend drills) will be
granted on an unpaid basis. If an employee is called for inactive duty on any days during
which he or she is scheduled to work for the District, the District will make reasonable
attempts to adjust the employee's work schedule so that s/he will serve the inactive duty on
his or her own time. If a scheduling conflict cannot be avoided, the leave for inactive duty
will be on an unpaid basis, unless the employee elects to use any available accrued

vacation time.

Employees who leave their positions due to induction into the Armed Forces of the United
States, shall be re-employed in accordance with the federal Vietnam Era Veterans'
Readjustment Assistance Act and California Military and Veterans Code, Section 395.1.
To qualify for re-employment, the District must receive a re-employment application and
the former employee must resume service within the time periods required by law.
Employees who leave the District's employ due to such military service, should consult
the General Manager for information regarding the circumstances under which they may

be re-employed.

Jury Duty or Court Witness Leave:

An employee who is required or subpoenaed to serve as a trial juror or as a witness at trial
in a civil or criminal action to which s/he is not a party shall inform his/her Operations
Superintendent or the General Manager. While on jury duty or serving as a witness s/he or
she shall be entitled to be absent from his or her duties with the District during the period
for such service or while necessarily being present in court as a result of such call. Under
such circumstances, the employee shall be paid his or her full salary and the payment
received by him or her for his or her services as provided by law, including travel and

meal allowance for such duty.

Catastrophic Leave Program: The District shall continue its existing leave practice to
address bargaining unit employee situations that warrant catastrophic leave

accommodations on an as needed basis.




ARTICLE 6 — INSURANCE

6.1

6.2

Medical Coverage:

Upon employment with Sausalito-Marin City Sanitary District eligible employees will be
covered by the Public Employees Retirement System (CalPERS). The District has entered
into a contract with CalPERS to provide a specified set of benefits. Additional information
is available at the District office as to the exact set of eligible benefits for employees. The
option for medical coverage includes the CalPERS’ sponsored plans described in the
Basic Health Plan booklet published by CalPERS, copies of which are available in the

District's Office.

The District shall pay the Bay Area Kaiser Plan Rate (Kaiser Bay Area Region
Basic/Supplemental Plan Rate) for active employees and retirees. Employees may select
other qualified plans (Blue Cross, Blue Shield) and pay the difference between their
selected plan and the Bay area Kaiser Plan (Kaiser Bay Area Region Basic/Supplemental
Plan) based on their category of coverage (single, married, family). The plan rates used by
the District are published annually by CalPERS.

During the initial open enrollment period, an employee may enroll in any medical
coverage plan for which the employee is eligible (employee only, employee plus one
dependent, or employee plus family). Eligible dependents are the employee's spouse,
registered domestic partner and children up to age 26 who have never been married. A
certified disabled child age 26 and older who is incapable of self-support because of a
physical or mental condition may be eligible for enrollment based on the CalPERS health

care program guidelines.

At termination of employment, employees may continue in the same health plan for a
period of 18 months under COBRA at their own expense.

Dental and Vision: All eligible employees and eligible dependents must enroll in the
dental plan currently offered by the District. District covers the cost of the VSP provided
vision plan. Eligible dependents are the employee's spouse, unmarried children to age 19
or to age 24 if enrolled as a full-time student or unmarried children over 19 years of age
who are incapable of self-support because of physical or mental disability which
commenced prior to age 19. The District is covered by Delta Dental Plan of California.
All full-time employees are enrolled. The District pays the full premium for employees
and their dependents. Orthodontic Benefits for employee’s dependent children only is
offered through Delta Dental of California, County of Marin — Group E2.

At retirement or termination of employment, the District ceases to pay the premium.

- Employees may choose to continue coverage for a limit of 18 months by making payment

directly to Delta Dental Plan of California.
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6.3

6.4

6.5

Opt - Out of District Medical Coverage:

Annually, upon open enrollment, eligible bargaining unit employees shall receive $350.00
per month if they opt-out of and waive the District provided medical insurance benefit.
Proof of other coverage must be provided to the District as required by the CalPERS

medical plan.

Life Insurance:

All eligible employees must enroll in the basic group life insurance program offered by
the District. Insurance coverage is offered by the District with eligibility determined by
the insurance company. Life insurance coverage is equal to one time annual earnings
rounded down to the next even $1,000 with a minimum coverage, for full time employees,

of $10,000, and a maximum of $50,000.

Premiums are paid in full by the District. Coverage ends at retirement or termination of

employment.

Disability Insurance:

Short-Term & Long-Term Disability Insurance

The District through its insurance carrier provides short and long-term disability
insurance. For short-term coverage, the District covers 25% of the plan cost and the
Employees cover 75% of the cost. The District provides the full cost of the long-term

disability insurance.

ARTICLE 7 - OTHER BENEFITS

7.1

7.2
7.3

7.4

Deferred Compensation Plan: The District contributes 2.0% of base salary toward the
employee’s selected deferred compensation plan. Employees may select from the
approved District available plans (currently Mass Mutual and CalPERS).

Social Security and Medicare: The District participates in Social Security and Medicare.

Retirement System (CalPERS):

This Article applies to all District bargaining unit employees.

The District will provide benefits according to contracts with California Public Employee
Retirement System (CalPERS)

CalPERS Classic Members:

"Normal retirement age" is age 55. All employees belong to CalPERS are subject to all
provisions of CalPERS law. Benefits available to all District employees who retire after
the effective date of this procedure are as specified in the amendment to the contract
between the District and PERS, dated October 6, 2003. Optional provisions include:
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7.5

7.6

A. 2.7% @ 55 supplemental formula at retirement

Government Code, Section 20024.2 (One Year Final Compensation)

w

C. Government Code, Section 21361.5 (Local System Service Credit Included in
Basic Death Benefit)

D. Government Code, Section 20862.8 (Credit for Unused Sick Leave)

E. Government Code, Section 20615.5 (Employer Paid Member Contribution
Converted to Pay Rate During the Final Compensation Period).

CalPERS New Members:

The California Public Employees’ Pension Reform Act (PEPRA) became effective
January 1, 2013. Applies to District employees that are “New Members” to CalPERS as

defined by PEPRA:
A. 3-Year Final Compensation period.
B. 2% @ 62 Supplemental formula at retirement.

C. New Members shall pay a member contribution equal to 50% of the normal cost
of their retirement benefit.

D. New Members are not eligible to receive EPMC from the District.

Medical Insurance After Retirement:

The Sausalito-Marin City Sanitary District eligible retirees will be covered by the Public
Employees Retirement System (CalPERS) health care plan as specified per District policy.
For employees hired before July 2004, the District will continue to provide the employee
and the employees’ dependents with (100%) post-employment medical insurance under
the PERS medical insurance program if the employee actively retires from SMCSD
employment. Once the retiree is eligible for Medicare, the District will fund the
supplemental medical insurance for the retiree and the retiree’s spouse. Such benefits shall
be integrated with Medicare for the rest of the retiree’s lifetime. Retiree and spouse are
responsible for payment of their Part A Medicare premium. Survivor’s eligibility for

benefits is governed by PERS law.

For employees hired after July 2004, the District will continue to provide the employee’s
PERS medical insurance as specified by the Public Employees Medical and Hospital Care
Act (PEMHCA) if the employee actively retires from the District with PERS retirement, is
at least 55 year of age, has been a full-time employee and has a minimum of five (5)
continuous years of qualifying SMCSD employment. The District has adopted the
Government Code Section 22893 vesting schedule for retiree medical benefits. As
indicated in the vesting schedule, the District will pay for both the employee and eligible
dependents based on the PEMHCA program vesting schedule for credited years of PERS
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7.7

service. An employee will be eligible to receive 50% of health care costs covered after 10
years of credited PERS service. The benefit will increase 5% per year, reaching 100%
after 20 years of service.

The District contribution is prorated based on years of PERS service up to a maximum of
one hundred percent (100%) of the health benefits plan premiums for employees plus
ninety percent (90%) for eligible dependents. The District contribution amount is based on
the PERS health benefits plans which have the largest number of enrollments during the
year to which the formula is applied, but not more than one hundred percent (100%) of

employees’ premium.

Once the retiree is eligible for Medicare, the District will fund the supplemental medical
insurance for the retiree and the retiree’s spouse. Such benefits shall be integrated with
Medicare for the rest of the retiree’s lifetime. Retiree and spouse are responsible for
payment of their Part A Medicare premium. Survivor’s eligibility for benefits are
governed by PERS law.

Employer Paid Member Contribution (EPMC):

All bargaining unit employees will reimburse the SMCSD for their required member
contributions as a gross salary payroll deduction subject to 414(h) (2) on a tax-deferred
basis to the extent allowed by Federal and State law. The cost sharing arrangement is
applicable to all active employees and any new employees that are “Classic” CalPERS
members. The cost share arrangement excludes “New Members” as defined by the
California Public Employees’ Pension Reform Act (PEPRA).

Each bargaining unit employee who is not a “New Member” as defined by the California
Public Employees’ Pension Reform Act (PEPRA), will reimburse the District for the
EPMC contribution as a 1.2 percent gross salary payroll deduction, effective FY 2014/15.

Each bargaining unit employee who is not a “New Member” as defined by PEPRA, will
reimburse the District for the EPMC contribution per the payment schedule below as a
total gross salary payroll deduction, effective July 1 of each fiscal year.

Fiscal Year 2017/18 6.8%
Fiscal Year 2018/19 8.0%
Fiscal Year 2019/20 8.0%
Fiscal Year 2020/21 8.0%
Fiscal Year 2021/22 8.0%




Each bargaining unit employee who is a “New Member” as defined by the PEPRA shall
pay a member contribution equal to 50% of the total normal cost of the PERS benefit.
New Members are not eligible to receive EPMC from the District.

ARTICLE 8 - STANDBY

8.1

8.2

Standby Duty:

Operation and Maintenance employees may be on standby duty. Participation is voluntary,
but if at any time there is no voluntary coverage, the standby duty will be rotated among
operators on a weekly basis. This duty may be traded upon mutual consent of individuals
involved and the approval of the Operations Superintendent Supervisor or General

Manager.

The standby employee is on standby during all ‘non-working hours” Monday through
Friday ("weekdays"), Saturdays, Sundays ("weekend days") and holidays. The standby
person may be called upon to assist personnel working alone on shift (weekend days and
holidays). The use of standby is at the discretion of the General Manager or his/her
designee, who will establish annual estimated schedule by December 1 of each year.

Employees on standby duty shall not be under the influence of alcohol or drugs as
described in the District's Drug and Alcohol Testing and Reporting Standard Procedure,
"Prohibited Conduct" section of the policy statement.

Standby Pay:

The standby employee shall carry a pager and a cellular phone and any additional
equipment necessary to respond to all calls from pump stations or the plant.

Standby employees shall receive a minimum of two hours overtime compensation for
every response to a call. Overtime pay is compensated at 1.5-time regular pay, therefore 2
hours minimum overtime equals 3 hours pay. The door to door time shall be used to
calculate actual time for overtime if it exceeds the two-hour minimum. Employees shall
have the choice to take the compensation for responses to calls as compensatory time or

overtime pay.

An employee on standby during the week shall be compensated during standby at the rate
of thirty dollars $30 per day. An employee on weekend standby will be compensated
during standby at the rate of sixty dollars $60 per weekend day. An employee on holiday
standby will also be compensated sixty dollars $60 per holiday. The District reserves the
right to change the standby compensation at any time at the District's sole discretion, and
compensation will be reviewed at least every three years by the General Manager and
operations and maintenance personnel. Employees may choose to take compensation as
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compensatory time at the rate of 1.5 hours per weekday and 2.25 hours per weekend day
and holiday and 3.75 for weekend 24-hr. and holiday’s.

The standby employee will be reimbursed for personal vehicle mileage incurred as a result
of responses to calls. Reimbursement will be made based on the current mileage
allowance provision of the IRS. When employees use their personal vehicle, their
insurance is primary if involved in an accident and the employee is responsible for any

deductible expense.

ARTICLE 9 - HOURS OF WORK

9.1

9.2

Hours of Work: District offices shall be open for business on all days of the year except
Saturdays, Sundays, and holidays at times designated by the General Manager, unless
otherwise specified by the Board. Operations which require a different schedule from the
above schedule shall work according to regulations specifically approved by the
Operations Superintendent or General Manager. Normal duty hours for plant personnel are
eight (8) hours per day with a thirty (30) minute unpaid lunch. The hours of employment
for full-time employees shall be forty (40) hours per week. Employees are to receive time
and one-half pay for overtime. All hours worked on a holiday will be paid at one and one-
half pay. The hourly rates for full-time employees are based on 173.33 (52 weeks times 40

hours divided by 12) hours average.

Hours of Work — Shift and Weekend Operations:

The district office is open from 8:00 AM to 4:30 PM Monday through Friday. The
treatment plant facility hours of operation are Monday through Sunday 6:30 AM to 3:00
PM. The General Manager may authorize modified work schedule to support facility
operation which may include weekend shift work.

Employees will participate in a standby program as set forth in administrative regulations
promulgated by the General Manager. Because of the nature of the consequences involved
in an operating failure in the District's treatment plants, pumping stations and collection
system, it is necessary that a qualified District employee be available during all non-
working hours to receive and respond to emergency calls from the public.

Night shift and swing shift shall be determined by the General Manager.
An employee on standby shall be compensated during standby at a rate established by the
District.

A. To meet emergency and standby requirements, standby program employees
must reside within a radius that enables the employee to respond to the
Sausalito plant facility within one hour time frame.

B. Because of the possibilities for gas leaks in and around District facilities, and
because of the need for District employees to enter confined spaces, as
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9.3

94

defined by State and Federal safety regulations, it is necessary that District
operations and maintenance personnel be trained and able to utilize self-
contained breathing apparatus (SCBA) in the event of an emergency or in the
event of planned maintenance or repairs in a confined space.

Operations and maintenance personnel shall comply with the regulations set forth by the
District including, but not limited to, annual physical examinations, facial hair
requirements related to safe use of face masks, abilities and competency in the use of
SCBA gear and other safety equipment.

Breaks and Lunch: Employees shall be allowed a rest period of 15 minutes during each
four consecutive hours of work. Such rest periods shall be scheduled in accordance with
District requirements. A thirty (30) minute, unpaid lunch period shall be provided as
designated by the District Operations Superintendent or General Manager at
approximately the middle of the shift.

The District may designate the location or locations where rest periods may be taken. An
employee may occasionally be required to perform duties, if necessary, during his/her
normally scheduled rest period. In such circumstances the employee upon completing
his/her work task shall receive the remainder of the interrupted rest period.

Overtime: Overtime and weekend work shall be offered to and rotated among the plant
operators as equally as possible. Employees shall be in attendance at their work in
accordance with the rules regarding hours of work, holidays and leaves. An employee
whose regularly scheduled work day falls on a paid holiday and who is required to work
the holiday will receive holiday pay at one and one-half times the employee’s regular rate
of pay; plus the employee is entitled to receive one (1) paid eight (8) hour day off.

The General Manager and the Operations Superintendent shall enforce attendance
requirements and shall keep attendance records of employees. The District's time records
are maintained in the District's main office. Any absence from work without prior
authorization as provided for in these rules or administrative guidelines shall be the basis

for discipline or discharge.

The hours of employment for full-time employees shall be forty (40) hours per week. All
non-exempt employees are to receive time and one-half pay for overtime. All hours
worked on a holiday will be paid at one and one-half pay.

The hourly rates for full-time employees are based on 173.33 (52 weeks times 40 hours
divided by 12) hours average.

Overtime shall be that time authorized by the Operations Superintendent or General
Manager and worked by an employee beyond forty hours per week or eight hours per day,

unless an alternative workweek schedule with workdays in excess of eight hours has been
agreed to. In the case of an alternative workweek schedule with workdays in excess of
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9.5

eight hours, overtime shall be that time worked by an employee beyond forty hours per
week and the number of hours per day designated in the alternative workweek schedule.

All overtime shall be paid for in accordance with the Fair Labor Standards Act. Eligible
employees may elect to accrue compensatory time in lieu of overtime pay. Employees
shall make a choice, on the first regular workday, of (a) the payment of overtime or (b) the
accrual and use of compensatory time off. Compensatory time off will be taken with the
approval of the Operations Superintendent or General Manager.

Compensatory Time: Compensatory time off shall be accrued at the same rate as the
actual authorized overtime worked by the employee.

Employees may accrue compensatory time in excess of eighty (80) hours during the fiscal
year from one fiscal year to the next; however, accrued compensatory time off balances
may not exceed eighty (80) hours. Employees must cash out compensatory time in excess
of 80 hours prior to July 1 of each fiscal year.

Overtime shall be kept at the minimum consistent with maintenance and operation of
essential District services.

The General Manager may designate certain classes as exempt from the overtime
requirements of state and federal law and therefore ineligible for compensation for
overtime.

Upon the termination of an employee's service with the District, the employee shall either

be granted time off or be paid a lump sum for all authorized accrued overtime (not to
exceed eighty hours) s/he has earned in accordance with these Rules.

ARTICLE 10 - INCENTIVES

10.1

Certificate Bonus: Treatment Plant Operators who obtain their Grade III, IV, or V
Certification shall receive a one-time payment of Seven Hundred Fifty Dollars ($750.00).
Certification in Wastewater Treatment Plant Operation is obtained from the California

State Water Resources Control Board.

Upon budget approval by the District Board and prior approval by the General Manager,
an employee shall be reimbursed his/her tuition charges upon satisfactory completion of a
training course which is considered beneficial to the District. Tuition costs will be
withheld from the final wages of an employee leaving for any reason within one (1) year
of completion of course. Participation in and successful completion of special training
courses may be considered in making advancements and promotions. Evidence of such

activity shall be filed with the General Manager.
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10.2

10.3

10.4

10.5

10.6

Training: Authorization may be granted for employees to attend professional conferences
and meetings, or to participate in some form of activity or training in the interest of the
District. Upon budget authorization, such leave may be granted by the General Manager
for one day, or by the District Board for more than one day.

Reimbursement of expenses incurred shall be made in accordance with established
financial procedures of the District, within limits prescribed by the District Board.

The District shall pay all fees related to all certificates and licenses required in connection
with District employment, including Class B California State Drivers Licenses and UST
Operator. Class C Drivers Licenses shall be excluded. The District shall compensate
employees designated to be Class B drivers at a rate established by the District and in
accordance with administrative regulations promulgated by the General Manager.

Certification Incentive Program: Based on classification, some bargaining Unit employees
are eligible to participate in this program. This program is designed to provide
compensation for employees who obtain and maintain varied and higher levels of
technical certification above their job requirements. A maximum of 10% may be approved
for over-certification status under this program for selected classifications. Following a
promotion, the grace period for acquiring new certifications is one year.

Safety Incentive: A semi-annual lunch shall be provided in April and October at the
District facility or a local restaurant (approved by the General Manager) if there are no lost
time injuries during the periods of April to October and October to April of each year.

Safety Equipment: Effective January 2015, and every other year thereafter, during the
term of this agreement, the District shall contribute up to $305.00 per eligible employee for

prescription safety glasses.

All operations, maintenance, engineering and laboratory personnel shall wear hard toed
shoes, suitable to protect the feet from falling objects. The District will annually reimburse
these employees up to an amount of $243.40 each towards the cost of safety shoes. The
safety shoe cost allowance shall be adjusted annually using the CPI for all urban
consumers in San Francisco-Oakland-San Jose, CA.

Cell Phone Allowance:

Effective January 2015, and every other year thereafter, during the term of this agreement,
the District shall compensate the Lead Operators $480.00, all other bargaining unit
employees shall receive $355.00 as cell phone reimbursement. The District will continue

to require employees to use personal cell phones during working hours.
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10.7

Personal Vehicles:

If an employee used his/her personal vehicle on District business and does not receive a
car allowance, he/she will be reimbursed at the standard IRS rate. Personal vehicle usage
must be authorized by the General Manager to be eligible for reimbursement. When
employees use their personal vehicle, their personal automotive insurance shall serve as
the primary coverage. If employee is involved in an accident the employee is responsible
for any and all terms and deductibles as outlined in their personal automotive policy.

ARTICLE 11 - PROBATION

11.1

Probation:

A person appointed or promoted to a position in the classified service shall be on
probation in the position for at least twelve months after assuming it. The District may
exercise its discretion to increase the length of the probationary period.

While thus on probation, a person may:

A. If'in a position to which s/he has not been promoted, be dismissed at any time;
B. Ifin a position to which s/he has been promoted, be reinstated at any time to the
position from which the promotion elevated him or to a comparable position.

Any employee in which action indicated in A or B above has been affected, shall have no
right of appeal.

Any employee who successfully completes a probationary period shall achieve regular
status in his/her class and shall be known as a regular employee.

All District employees must possess a valid California motor vehicle driver's license and
maintain a good driving record consistent with requirements from time to time established
by the General Manager to protect the District's insurability under its insurance liability
policies. Failure to possess a valid California motor vehicle driver's license and maintain
an acceptable driving record shall be cause for termination.

ARTICLE 12 - TEMPORARY OUT OF CLASSIFICATION ASSIGNMENT

12.1

Temporary Out of Classification Assignment:

Temporary promotion of classified employees to perform the job duties of a higher
classification or to act in a supervisor's absence will be compensated as follows:

A. Employees may be assigned to perform a job in another higher classification
(out of class pay) during an approved leave (vacation or sick) or permanent
absence of an employee which extends for a period of three (3) consecutive
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days or more. Assignment must be made in writing by the Operations
Supervisor and approved by the General Manager. Compensation shall be
5% of the employee's salary or the first step of the pay range of the higher
classification whichever is greater. Advance approval of the General
Manager or designee is required before employee receives assignment.

B. Employees may be assigned to perform the full range of responsibilities of a
supervisory position in addition to their own workload during an approved
leave (vacation or sick leave) or permanent absence of a supervisory position
which extends for a period of three (3) consecutive days or more.
Assignment must be made in writing by the General Manager. Compensation
shall be 5 % of the employee's salary or the first step of the pay range of the
higher classification whichever is greater. Advance approval of the General
Manager or designee is required before employee receives assignment.

C. The method of selection of employees to perform work in a higher
classification shall be through a system of voluntary rotation in order of
seniority commencing with the most senior qualified eligible employee.

ARTICLE 13 - LAYOFFS

13.1

Reduction in Workforce:

The Board may layoff an employee of the District upon 15 days written notice because of
material change in duties or organization or shortage of work or funds. The District will
provide a minimum of 2 weeks’ salary as severance, not including the 15 days written
notice. An employee who is laid off from the District, whose performance evaluation
demonstrate that they had at least satisfactory service during their tenure with the District
shall be placed on an reemployment list for 6 months after their separation from service
due to layoff. Employees on the reemployment list shall be offered employment with the
District in the same order of their placement on the reemployment list.

ARTICLE 14 - DISCIPLINARY ACTIONS

14.1

Discipline:

The General Manager may suspend, demote, reduce in pay or discharge any regular
employee for just cause. An employee is entitled to Union representation in accordance
with the Weingarten and Skelly Hearing and post-discipline appeal rights as described in
Rule 20 “Disciplinary Policy” of the Revised District Personnel Rules adopted by Board

Action on April 4, 2016.
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ARTICLE 15 - GRIEVANCE PROCEDURE

15.1

Grievance Procedure: Refer to Revised District Personnel Rules adopted by Board Action

on April 4, 2016.

ARTICLE 16 - HEALTH AND SAFETY

16.1

Health and Safety:

The District shall comply with all applicable federal and State of California health and
safety regulations as they apply to District work.

ARTICLE 17 - EMPLOYEE RIGHTS

17.1

17.2

17.3

Union Membership Meetings:

Upon General Manager Approval and District meeting space availability, union members
shall have the right to have two (2) hour quarterly meetings before or after regular
business hours.

Bulletin Boards: The Union may use a designated District bulletin board under the
following conditions:

e Posting of all materials must receive the approval of the Union Stewards
o All materials must be dated and must identify the organization that published them.

¢ The actual posting of materials shall be done by the employee’s organization
representative after they have been approved. Unless special arrangements are made,
materials posted will be removed thirty-one days after the publication date.

e Materials that are untruthful shall not be posted.

o The District has determined where bulletin boards shall be placed and a reasonable
portion of them is to be allocated to OE3 materials.

* An employee organization that does not abide by these rules shall forfeit its right to
have materials posted on District bulletin boards.

Access to Work Locations:

Reasonable access to employee work locations as determined by the District shall be
granted to officers of the Union and their officially designated representatives, for the
purpose of processing grievances or contacting members of the organization concerning
business within the scope of representation. The officers or representatives shall not enter
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any work locations without proper notification to the designated representative of the
District. Access shall be restricted so as not to unduly interfere with the normal operations
of the District or with established safety or security regulations.

ARTICLE 18 - REASONABLE TIME OFF TO MEET AND CONFER
18.1 Reasonable Time Off to Meet and Confer:

Bargaining unit members may elect two (2) Union Stewards who shall restrict their
activities to the processing of grievances and shall be allowed a reasonable amount of time
for this purpose. The Union stewards shall obtain permission from their supervisor before
leaving their workstations. If the District determines that the Stewards are abusing this
provision; the Union agrees to meet with the District, immediately, to investigate the
District’s complaint and to ensure full compliance by the Steward with the provisions of

this section.

ARTICLE 19 - SEPARABILITY

Separability: If any provision of this MOU becomes invalid by operation of law or order of
a court of competent jurisdiction, or if compliance with or enforcement of any provision is
restrained by any tribunal, the remaining provisions of this MOU shall not be affected and
shall remain in effect for the term of the agreement.

* * *
Dated: July 10th, 2017
For the District: For the General Unit:
y Klﬁgston J e Wildman
District Chief Negotiator Operating Engineers, Local 3 Chief Negotiator
=N >

. L ey

Dan Rfl‘ei‘ner
Board President

QT

Helen Lei, "Béard Secretary
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Exhibit A: Monthly Base Salary Schedule
Sausahto-Marm Clty Samtary Dlstnct

MONTHLYBASESALARYSCHEDULE(mdol!ars) GeneralUmt(OES) R
Effective July 1, 2017 Resolution No. _

STEPS A B c D E F* G* H* 1*

Associate Engineer | 9102 | 9557 | 10035 | 10536 [11063| wA | nA | wA | nA

AssistantEngineer | 7654 | 8037 | 8438 | 8860 | 9303 | WA | NA | NA | wA

EngineerinTraining | 4926 | 5172 | 5431 | 5703 [ 5088 | n/a | wA | wa | waA |

Lead Operator o) 7364 | 7942 | 8339 | 8756 | 9193 | 9423 | 9653 | 9883 | 10113 |

O&MTechll | 7033 | 7385 | 7754 | 8141 | 8548 | 8762 | 8976 | 9190 | 9403 |
O&MTechll | 6117 | 6423 | 6744 | 7081 | 7435 | 7621 | 7807 | 7993 | g179 |

O&MTechl | 5558 | 5836 | 6128 | 6434 | 6756 | 6925 | 7094 | 7263 | 7432

OperatorinTraining | 4926 | 5173 | 5431 | 5703 | 5988 | 6138 | 6288 | 6437 | 6587

L7720 | 8106 | 8512 | 8724 | 8937 | N/A | N/A

LabTecmicant | 7003

LabTechnician! | 5761 | 6049 | 6352 | 6669 | 7003 | 7178 | 7353 | nA | wA

ElectricalMechanical
Maintenance Technician lll 7553 7930 | 8327 | 8743 | 9180 | 9410 | 9639 N/A N/A

© 1.Per Board approval of the Certlflcatlon !ncentsve Prograrp on Apnl 4, 2011 lncent:ve pay lS approved at 2 5% mcrements for each
. technical certificate above what is required under the job classification up to a maximum of 10% for four techmcal certificates.
1. 2. ForSteps A through E of the salary schedule, certification incentive pay is available from 0% up to a max of 10% for certain classifications.
{ .. Forexample, an employee at Step A who has two certifications, or a 5% incentive pay, will be placed at Step B of the classification salary range _
. Also for example, an employee at Step A who has one certification, or a 2.5% incentive pay, will be placed at a salary between Step Aand Step B.r_, N
‘* Steps F through I reflect possible technical certification incentive pay above the top step for each classification based on the  approved :
certifications for each classification. For example, a classification that shows Step F and G above the top Step E means this

_ classification has two possible incentive cemﬁcatrons upto SA Each Step F through lisseta 2 5% increments for a maximum of 10%
_ for certain classxftcatrons as mdlcated ) o s ‘ :

i
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