2022 NEGOTIATIONS
SACRAMENTO COUNTY PROPOSAL NO. 1
TO
SACRAMENTO COUNTY MANAGEMENT ASSOCIATION

Replace Section 7.4 as follows:

7.4 SALARY INCREASES

a. Effective June 19, 2022, salaries shall be increased by four percent (4%).
b. Effective June 18, 2023, salaries shall be increased by four percent (4%).
c. Effective the first pay period of June 30, 2024, salaries shall be increased based

on the average percent of year to year change in the Consumer Price Index (CPI)
U.S. City Average, Urban Wage Earners and Clerical Workers reported to the
nearest one-tenth of one percent (1/10%) however, such increase shall not be less
than two percent (2.0%) nor more than four percent (4.0%).

7.5 EQUITY ADJUSTMENTS

Effective June 19, 2022, the classifications below will receive equity adjustments as

follows:
Classification Equity Adjustment
Accounting Manager 2.0%
Sr. Civil Engineer 2.0%
Chief Forensic Pathologist 10.0%
County Pharmacist 10.0%
Director, Dir. Lab or Forensic Services 3.0%
Facilities Manager 3.0%
Real Estate Program Manager 5.0%
Chief Real Estate Division 5.0%
Sheriff's Records Manager 4.0%
Pharmacy Manager 1.5%
Veterinarian 5.0%
Sr. Instrumentation Control System Engineer 5.0%

Effective June 18, 2023, the classifications below will receive equity adjustments as

follows:
Classification Equity Adjustment
Real Estate Program Manager 5.0%
Chief Real Estate Division 2.0%

Veterinarian 3.0%



7.6 BENCHMARK CLASSIFICATIONS

Effective June 19, 2022, the top step for the Battalion Chief will be benchmarked at
eighteen percent (18.0%) above the top step of the Fire Captain.

Effective June 19, 2022, the top step for the Fire Chief will be benchmarked at fourteen
percent (14.0%) above the top step of the Battalion Chief.

Effective June 19, 2022, the top step of the Sr. Landscape Architect, Sr. Mechanical
Engineer, Sr. Electrical Engineer, Sr. Engineer Architect, Sr. Land Surveyor, Sr.
Transportation Engineer, Sr. Scientist will be benchmarked to the top step of the Sr. Civil
Engineer.

Effective June 19, 2022, the top step of the Water System Superintendent, Manager of
Special District Services, Principal Civil Engineer, Principal Engineer/Architect, Principal
Land Surveyor, Principal Transportation Engineer will be benchmarked at ten percent
(10.0%) above the Sr. Civil Engineer.

Effective June 19, 2022, the top step for the Chief Public Health Division will be
benchmarked at ten percent (10.0%) above the top step of the Epidemiology Program
Manager.

Effective June 19, 2022, the top step for the Chief Public Health Laboratory Service will
be benchmarked at two percent (2.0%) above the top step of the Health Program
Manager.

Effective June 19, 2022, the top step of the Epidemiology Program Manager will be
benchmarked to the top step of the Health Program Manager.

Effective June 19, 2022, the top step of the Treatment Plant Operation & Maintenance

Manger | will be benchmarked at twenty percent (20.0%) above the top step of the
Wastewater Treatment Plant Operations Supervisor.

Effective June 19, 2022, the Supervising Registered Nurse D/CF will have the correctional
differential 7.5q rolled into base pay.

7.7 REOPENERS

The County will begin a classification study no later than January 1, 2023, to create a
Nursing Manager Series no later than December 31, 2024.

The County will begin a classification study for the classifications in the Sr. Health
Program Coordinator Range A/B no later than January 1, 2023.

Should the county provide any economic adjustments that exceed the increases received
in this Agreement to attorneys in bargaining units 020/021 during the 2022 through 2025



MOU, the parties agree to reopen to discuss wages for the attorneys in 032/033.

For the County of, Sacramento:
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& Michael W. J&rvis

Chief Spokesperson
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2022 NEGOTIATIONS
SACRAMENTO COUNTY PROPOSAL NO. 2
TO
SACRAMENTO COUNTY MANAGEMENT ASSOCIATION

Add Longevity as follows:

Longevity

Permanent employees who reach ten (10) years of full-time service shall receive a two
and a half percent (2.5%) differential. Less than full-time permanent employees shall
become eligible upon working the equivalent of ten (10) years of full-time service.

For the County, of Sacramento:

Date: G[22/22Z Y

Michael W. Jarvis
Chief Spokesperson

For SCMA:
Date: ‘{/9 4 //4}/; //
Jaso smine
/Mkesperson




2022 NEGOTIATIONS
SACRAMENTO COUNTY PROPOSAL NO. 3
TO
SACRAMENTO COUNTY MANAGEMENT ASSOCIATION

Amend Section 7.5as follows:
7.5 SPECIAL COMPENSATION AND DIFFERENTIAL COMPENSATION

Sections 43,44, and 45 of the County Personnel Ordinance and the County Code
provisions for Deferred Compensation Plans shall no longer apply to Representation Units
032 and 033. However, there shall be no diminution of benefits provided by sections 43,
44, and 45, as of the effective date of this MOU, for the term of the MOU. The parties agree
to meet during the term of 2018-2021 MOU to identify compensation relation to the County
Personnel Ordinance and County Code for the exclusive purpose of including such
benefits in the MOU. However, without limiting the foregoing, all benefits identified in

Appendix B-as-well- as-the-Minimum-Car-Allowance-per-Reselution-82-1287, shall not be
eliminated or diminished during the term of the contract.

a. TRANSIT PASS
The transit subsidy shall be $75 per month.
b. MILEAGE REIMBURSEMENT

The use of privately owned vehicles for official business is allowed and should be mutually
agreeable by both the owner and the County and shall not be mandatory unless
specifically stated as a condition of employment. All private vehicle travel will be
reimbursed at the current Internal Revenue Service standard mileage rate.

The mileage claim shall be submitted to the employee’s supervisor no later than 60 days
after the last day of the month being claimed in order for a non-taxable reimbursement.

C. EDUCATION REIMBURSEMENT

The County will provide education reimbursement for education costs incurred by regular
employees who apply for such reimbursement in accordance with the policies and
procedures governing the education reimbursement program. The maximum
reimbursement shall be $1,500 per year.

d. BENEFIT MAINTENANCE




Management Time: Management employees are authorized, subject to approval
of their immediate supervisors, to take reasonable time off for personal use during
normal working hours without loss of compensation.

Sick Leave Payoff: Upon retirement, employees may cash-in one-half (50%)
accrued sick leave. The remaining balance of sick leave will be credited as service
towards retirement. In the event of an active employee’s death prior to retirement from
the County, the beneficiary will be paid the monetary value of all accrued sick leave
at the time of death.

401 (a) Deferred Compensation: If an employee contributes one percent (1%) into

their 457 (b)Fhe-County-will-provide-a-401-{a}-plan then the County will contribute

three percent 4(3.0%) into the employees 401 (a) plan. mateh-

Management Differential: three and thirty-five hundreds of a percent (3.35%) of
salary.

Vacation Cash-in: Employees can “cash-in" up to forty (40) hours/year vacation
after ten (10) years of service and 240 hours accrued vacation.

Bilingual/Cultural Pay:
a) Management employees shall be approved for bilingual/cultural pay if:

1) The department head determines that bilingual/ cultural skill is a
requirement of the employee's position; and

2) The employee agrees to utilize his-er-hertheir bilingual ability on the
job; and

3) The employee is able to demonstrate bilingual proficiency that is
satisfactory to the County.

b) The assignment shall be in writing and reviewed on an annual basis.
c) Sign language may be treated as bilingual skill.

d) Employees who qualify pursuant to the above shall be paid bilingual/culture
skills differential of either:

1) Oral (bilingual/cultural) differential of _eighty cents $0.80) per hour

$-30-{thirty-cents) per paid-hour-perpay-period; or

2) Oral/written (bilingual only) skills differential of one dollar ($1.00) per

hour$-35-{thirty-five-cents)-perpaid-hour-perpay-period.




The Department of Personnel Services shall determine if the employee is
qualified to receive either:

1) Oral skills differential, or

2) Oral/written skills differential.

f) Such a determination of proficiency is not subject to the grievance and
arbitration procedure.
1 Nurses Differential: Supervising Registered Nurses, Supervising Public Health

Nurses, Supervising Registered Nurses D/CF, and Supervising Medical Case
Management Nurses shall receive a:

a)

b)

1.5% PM Shift differential when at least half of the workday occurs after 4
p.m.

10% Night differential when at least half of the workday occurs between the
hours of midnight and 6 a.m.

Weekend shift differential pay for hours worked on Saturday and Sunday, except
in the case of a night shift, it means Friday and Saturday. Weekend shift differential
pay shall be one dollar and fifty cents ($1.66-50) per hour.

8. Treatment Center Program Coordinators Differential:

a)

b)

c)

5% PM shift differential when at least half of the workday occurs after 4:00
p.m.

10% Night differential when at least half of the workday occurs between the
hours of midnight and 6 a.m.

Weekend shift differential pay for hours worked on Saturday and Sunday,

except in the case of a night shift, it means Friday and Saturday. Weekend
shift differential pay shall be one dollar and fifty cents ($1.50) per hour.

*Employees in the class of Battalion Chief shall have the 3.35% differential included in
the base salary identified in Exhibit B.

e. OUT OF CLASS PAY

Employees assigned to work in a higher classification shall be paid a differential only if
the following conditions are met:



Requests for approval of out-of-class assignment must be approved in
writing by the “appointing authority.” For the purpose of this application, the
“appointing authority” is the Department Head or histherdesignee.

Such written authorization shall identify the anticipated period of the
temporary assignment.

2. The position to which the employee is temporarily assigned must be vacant
or the incumbent must be absent from duty.

3. The higher class to which the employee is assigned must have a salary
range at least five percent (5.0%) higher than the salary range of the
employee’s class who is being temporarily assigned.

4, Out-of-class pay will be five percent (5.0%).

5. The minimum duration for an out-of-class assignment is one (1) full work
shift.
6. Out-of-class pay will be applied to all hours within the duration of the

assignment. The out-of-class pay shall continue until either the absent
employee returns to duty, the vacant position is filled, or the assignment is
terminated by the appointing authority, whichever occurs first.

e Out-of-class pay shall not continue (nor is any compensation authorized) in
excess of five months and twenty-nine days in a rolling calendar period,
which begins on the first day of the out-of-class assignment.

8. In rare circumstances, extension of an out-of-class assignment may be
approved based on specific operational needs and must be consistent with
the application of this agreement. Extension of an out-of-class assignment
beyond five months and twenty-nine (29) days requires the approval of the
Appointing Authority and the Director of Personnel Services.

f CONTROL AND ELECTRICAL SYSTEMS COORDINATOR

A Senior Engineer assigned in writing to serve as the Control and Electrical Systems
Coordinator at the Sacramento Regional County Sanitation District (SRCSD) shall receive
a five percent (5.0%) differential.

g. EDUCATION INCENTIVE PAY

a. EffectiveJuly2014-employees-in-the-class—of Battalion Chief shall-becomeare
eligible for Education Incentive Pay—Educationtncentive-Pay-is-asfollews to a

maximum of five percent (5%) of base salary:



Employees who have earned an Associate degree from an accredited,
recognized college or university—as verified by the Department of
Personnel Services—in a course of study consistent with the minimum
requirements of Firefighter classifications shall be entitled to an additional
two and one-half percent (2.5%) of base salary pay.

Employees who have earned a Fire Officers Certificate from the Office of
the California State Fire Marshal, as verified by the Department of
Personnel Services, shall be entitled to an additional two and one-half
percent (2.5%) of base salary pay.

Employees who have earned a Fire Science Certificate from an accredited,
recognized college or university, as verified by the Department of Personnel
Services, shall be entitled to an additional two and one-half percent (2.5%)
of base salary pay.

Employees who have earned a Bachelor's Degree from and accredited,
recognized college or university—as verified by the Department of Personnel
Services—in a course of study consistent with the minimum requirements
of Firefighter classifications shall be entitled to an additional five percent
(5.0%) of base salary pay.

Dispute Resolution: The determination of approved accredited, recognized
colleges or universities and approved course of study is not subject to the
arbitration provision of this Agreement.

Inveshgators are%hau—beeeme eilglble for Educahon Incentlve Pay%
lneentive-Pay-is-asfollows to a maximum of ten percent (10.0%) of base salary.

1

Employees who have earned a Bachelor's Degree from an accredited,
recognized college or university — as verified by the Department of Personnel
Services-in a course of study consistent with the minimum requirements of
Criminal Investigator classifications shall be entitled to an additional five
percent (5.0%) of base salary pay.

Employees who have earned a Master's Degree from an accredited,
recognized college or university — as verified by the Department of
Personnel Services-in a course of study consistent with the minimum
requirements of Criminal Investigator classifications shall be entitled to an
additional five percent (5.0%) of base salary pay.

Dispute Resolution: The determination of approved accredited, recognized
colleges or universities



b. Chief Park Rangers are eligible for Peace Officers Standards and Training (POST)
Pay to a maximum of ten percent (10.0%) of their base salary.

1 Employees who have earned a Management Certificate from POST receive
an additional five percent (5.0%) of their base salary pay.

2 Employees who have earned an Executive Certificate from POST receive
an additional five percent (5.0%) of their base salary pay.

h. LICENSING DIFFERENTIAL

If the duties of a Mental Health Program Coordinator requires the use of licenses or
specified degrees (PhD, LCSW, MFT, RN, or LPCC), they will receive a five percent
(5.0%) differential. If there is any dispute over whether particular positions require the use
of the licenses or specified degrees identified above, the County and SCMA agree to
meet and confer to resolve the dispute.

i RETENTION DIFFERENTIAL

Effective-July-1,-2014the classificationsofA Human Services Division Manager Range
(B) assigned as the Director of Nursing in DHHS, Health Program Coordinator Range (A),

Senior Health Program Coordinator (A) or (B), Health Program Manager, and Treatment
Center Program Coordinator in the nursing series who have five (5) years, service since
attaining the top salary step will receive a five percent (5%) retention differential. In
addition, the above classifications who have ten (10) years of service since attaining the
top Salary step W|II recelve a two and a half percent (2. 5%) dlfferentlal lh+5—seeeﬂd—5ﬂé

J- PROFESSIONAL REIMBURSEMENT

a. Employees in the Attorney classification shall be reimbursed for expenses related
to professional development, which shall include tuition, fees, travel expenses, and
other necessary incidental expenses related to attendance at educational courses,
workshops, seminars, and conferences. This may also include online internet
continuing legal education and/or continuing education courses, reference
materials, and equipment. Reimbursement shall be in accordance with the policies
and procedures developed by the hiring authority for the professional
reimbursement program.



Expenditures shall be at the employee’s discretion, but must be related to the
employee’'s work as an attorney employed by Sacramento County, subject to
approval by the department. Reimbursement shall be limited to one thousand two
hundred dollars ($1200) per fiscal year.

b. Employees can choose to utilize either this current article or article 7.4 Tuition
Reimbursement but not both.

k. ATTORNEY BAR DUES

Upon timely submission of histhertheir bar dues bill, the County will pay directly to the
California State Bar the dues (minus any optional payment, which if paid, must be paid
by the Attorney).

I CHIEF CRIMINAL INVESTIGATOR DIFFERENTIAL — POST MANAGEMENT
CERTIFICATE

Chief Criminal
Investigators elassification-who possess a valld POST Management Certificate shall
receive a five percent (5.0%) pay incentive.—which-shall-be-part-of-the-heurly-rate-and

m. MENTAL HEALTH PROGRAM COORDINATOR YDF DIFFERENTIAL

A Mental Health Program Coordinator assigned in writing to work at the Probation
Department’s Youth Detention Facility (YDF) shall receive a fifteen percent (15.0%)
differential.

n. MENTAL HEALTH TREATMENT CENTER DIFFERENTIAL

A Health Program Manager or Human Services Division Manager Range B regularly
assigned to the Mental Health Treatment Center shall receive a five percent (5. .0%)

differential-effestive-the first-pay-period-after Board-approval.

o. NURSING LICENSE DIFFERENTIAL

3 of-Health Program
Coordlnator Range A and Sr. Health Program Coordmator Range B shall receive a seven
and half percent (7.5%) differential for maintaining a nursing license.

p. SPECIAL COMPENSATION AND DIFFERENTIAL COMPENSATION

The employee in the class of Chief Forensic Pathologist will be eligible for a ten percent
(10.0%) differential upon completion of an accredited training program, with or without



Board certification, in one or more of the following areas: Neuropathology, Forensic
Odontology, Radiology, Forensic Anthropology, Cardiac Pathology, Pediatric Pathology,
and Forensic Toxicology.

q. CORRECTIONAL FACILITY DIFFERENTIAL

The—Supervising—Registered—Nurse—B/CF—Pharmacy Managers, Sr. Dentist
Managements, Health Program Coordinators — Range A, Sr. Health Program

Coordinators — Range B, and Health Program Managers assigned in writing to work in
Correctional Institutions shall-receive a twenty-five percent (25.0%) differential.

Food Service Managers assigned in writing to work at the main jail or Rio Cosumnes
Correctional Facility receive a fifteen percent (15.0%) differential.

Food Service Managers assigned in writing to work at the Youth Detention Facility receive
a five percent (5.0%) differential.

I ACCOUNTING EDUCATIONAL INCENTIVE

Accountmg and Audltmg classﬁ"cahons wuthln the Management Unit shall be ellglble for
the following:

a. A differential of five percent (5.0%) for receipt and maintenance of the
following certificates: Certified Public Accountant (CPA); Certified Internal
Auditor (CIA); and Certified Information System Auditor (CISA). Employees
must provide proof of maintenance at the beginning of each fiscal year to
continue receipt of the incentive.

b. Employees are eligible to receive a differential of 5% of base salary for
possession of a Masters' of Science in Accountancy, Masters in Business
Administration (with at least one course in Accounting), or a Masters in Public
Administration. These degrees must be from an accredited, recognized
college or university as confirmed by the Department of Personnel Services.

b-c. The differentials in a. and b. above shall not be combined, and employees
will_not be eligible for more than five percent (5.0%) for multiple
certification(s) and/or Masters' Degree(s).




S. The Human Services Division Manager Range B assigned to correctional health

will receive a five percent (5.0%) differential.

For the County of, Sacramento:
/o

Date: 72/l fe ol —
Michael W. Jafvis
Chief Spokesperson

For SCMA:
Dc;:e: 7// / 33 /Q%
J ) JasgrrJasmine

Chief Spokesperson




2022 NEGOTIATIONS
SACRAMENTO COUNTY PROPOSAL NO. 4
TO0
SACRAMENTO COUNTY MANAGEMENT ASSOCIATION

Amend Section 4.3 as follows:
4.3 LETTERS OF REPRIMAND

a. Each employee shall be given an opportunity to read and sign formal letters
of reprimand prior to the placement of such material in his/her personnel file. The
employee shall receive a copy of the letter of reprimand. Within thirty (30) days of
issuance of a letter of reprimand by the County, the employee may submit a written
rebuttal to the reprimand. A "letter of reprimand” is a written censure of an employee.
Letters of reprimand shall be given only for just cause.

b. An employee may grieve whether a formal letter of reprimand was given for
just cause through to Step 3-2 of the grievance procedure of the Agreement. Letters of
reprimand are not arbitrable and the grievant shall not have the right to refer the matter
to binding arbitration.

C. If SCMA is not satisfied with the County's third-second (2"“) step decision
concerning an alleged violation of Subsection a., above, SCMA, within fourteen (14)
calendar days of receipt of the decision, may request mediation of the grievance. The
parties may jointly agree to non-binding mediation of the grievance. If the parties so agree,
they shall utilize and abide by the rules of the State Mediation and Conciliation Service.
The cost of such mediation, if any, shall be equally divided.

d. If an employee receives a letter of reprimand and no subsequent adverse
action has been taken by the County during the following two (2) years, the employee
may request removal of that letter of reprimand from the personnel file. Such request for
removal shall not be unreasonably denied.

For the County,of Sacramento:
Date: G282/ T2

N =8 Michael W7 Jarvis
Chief Spokesperson

For SCMA:

Date: I;/D R/ 22 //
.éa'sznﬁ éJésmine
ief Spokesperson
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2022 NEGOTIATIONS
SACRAMENTO COUNTY PROPOSAL NO. 5
TO
SACRAMENTO COUNTY MANAGEMENT ASSOCIATION

Replace Section 8.1 as follows:
8.1 HOLIDAYS

a. All regular employees shall be entitled to such holidays with pay as
enumerated herein. All holidays proclaimed by the Governor, other than Thanksgiving
Day, shall not be deemed County holidays unless affirmatively made so by resolution of
the Board of Supervisors.

(1)  The holidays are: January 1, the third Monday in January, February 12, the
third Monday in February, March 31, the last Monday in May, June 19, July
4, the first Monday in September, the second Monday in October,
November 11, Thanksgiving Day, day after Thanksgiving Day, and
December 25.

(2) When January 1, February 12, March 31, June 19, July 4, November 11, or
December 25 holidays fall on Sunday, regular employees who work in a unit
for which the normal work schedule does not include Saturday and Sunday
shall be entitled to the Monday following as a holiday with pay.

(3) When January 1, February 12, March 31, June 19, July 4, November 11, or
December 25 holidays fall on Saturday, regular employees who work in a
unit for which the normal work schedule does not include Saturday and
Sunday shall be entitled to the preceding Friday as a holiday with pay.

b. It is the intent of the parties that County employees shall take off from work
the Fridays enumerated herein except where the appointing authority requires otherwise.

C. Regular employees who work in a unit for which the normal work schedules
lnclude Saturdays Sundays and holrdays shall be-granted-ene-{1)-day-off every-four{4)

accrue Holldav -in- Lleu at the rate of (4 36) hours each biweekly pay perlod However

employees in the class of Battalion Chief on a 24-Hour Schedule shall instead accrue
each time at the rate of 6.45-6- hours each biweekly pay period. The maximum accrual of
HIL time for a twelvemonth period is one-hundred and four (104) hours, or 145.6 hours of
a 24-hour schedule.

Cash payment shall be made for HIL time in excess of one-hundred and four (104) hours,
or 145.6 hours for a 24-hour schedule.



d. Each employee shall be allowed four (4) hours off work with pay on the last
working day before Christmas or the last working day before New Year's. If the employee
is unable, because of the needs of the service, to take such time off, he orshethey shall
be credited with four (4) hours compensatory time off. This benefit shall be prorated for
part-time employees.

For the County of Sacramento: &
Date: __ G/22/22 2oty
' Michael W’ Jarvis
Chief Spokesperson

For SCMA:

Date: é A ?/ A4 //
Ja asmine
%okespemon




2022 NEGOTIATIONS
SACRAMENTO COUNTY PROPOSAL NO. 6
TO
SACRAMENTO COUNTY MANAGEMENT ASSOCIATION

Amend new Section as follows:
Battalion Chief Overtime

A Battalion Chief who works a full shift outside of their regularly scheduled shifts will receive
overtime at their straight-time rate of pay.

For the County f acramento:

Date: z e
Michael W. J4rvis

Chief Spokesperson
For SCMA: /
Date: 7/ / / 6\9\ %

Jason JasmineZ~"
Chlef Spokesperson




