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MEMORANDUM OF UNDERSTANDING BETWEEN THE CITY OF COVINA AND
THE POLICE MANAGEMENT GROUP

1.0. PREAMBLE

This agreement has been prepared in accordance with Chapter 10, Division 4, Title 1, of the
California Government Code, and Section 15 of Resolution 2783 of the City of Covina. The
City of Covina, hereinafter referred to as the “City” and the Police Management Group
hereinafter referred to as the “Police Management Group” have reached this Memorandum of
Understanding pursuant to meeting and conferring in good faith.

2.0. RECOGNITION

2.0.1 EXCLUSIVE REPRESENTATIVE

The Employer hereby acknowledges the Police Management Group as the exclusive
representative for certain full time sworn employees in the Covina Police Department holding
the classifications listed below, for the purpose of meeting and conferring in good faith regarding
wages, hours, and other terms and conditions of employment.

2.0.1.1 SWORN

Police Captain
Police Lieutenant

2.0.1.2 NEW CLASSIFICATIONS

Any other full-time classification(s) created hereinafter by the City of Covina that the City deems
appropriate to the Police Management Group.

2.0.2 INDIVIDUAL EMPLOYEE RIGHTS

Employees of the City shall have the right to form, join and participate in the activities of
employee organizations of their own choosing for the purpose of representation on all matters of
employer-employee relations including but not limited to wages, hours, and other terms and
conditions of employment. Employees of the City also shall have the right to refuse to join or
participate in the activities of employee organizations and shall have the right to represent
themselves individually in their employment relations with the City. No employee shall be
interfered with, intimidated, restrained, coerced or discriminated against by the City or by any
employee organization because of his/her exercise of these rights.

3.0. EMPLOYEE DEFINITIONS
EMPLOYEE, FULL-TIME - means for purposes of this Memorandum of Understanding will

exclude those not of permanent status of the previously listed position classifications. Permanent
status does not include those on probation, of limited term (six months or less), or seasonal hire

i E | )
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MEMORANDUM OF UNDERSTANDING BETWEEN THE CITY OF COVINA AND
THE POLICE MANAGEMENT GROUP

(school term or season of the year), of part-time status (working less than forty hours in a work
week which is from Sunday through the following Saturday).

EMPLOYEE, CONFIDENTIAL - means an employee who is privy to decisions of City
management affecting employer-employee relations.

EMPLOYEE, MANAGEMENT - means:

1. Any employee having significant responsibilities for formulating and administering City
policies and programs, including but not limited to the City Manager and department
heads; and/or

2. Any employee having authority to exercise independent judgment to hire, transfer,
suspend, lay-off, recall, promote, discharge, assign, reward or discipline other employees,
or having the responsibility to direct them, or to adjust their grievances, or effectively to
recommend such action if in connection with the foregoing, the exercise of such authority
is not of a merely routine or clerical nature, but requires the use of independent judgment.
(For illustrative purposes, “management employee” shall be interpreted to mean those
classes above Police Sergeant).

EMPLOYEE, PROFESSIONAL - means employees engaged in work requiring specialized
knowledge and skills attained through completion of a recognized course of instruction,
including, but not limited to, attorneys, physicians, registered nurses, engineers, architects,
teachers, and various type of physical, chemical, and biological scientists.

4.0. SCOPE AND PREVAILING RIGHTS

4.0.1 BASIC AGREEMENT

It is the intent and purpose of the Memorandum to assure sound and mutually beneficial working
and economic relations between the parties hereto, to provide an orderly and peaceful means of
resolving any misunderstanding of differences which may arise, and to set forth herein the basic
and full agreement between the parties concerning wages, hours, and other terms and working
conditions of employment.

However, non-conflicting prior practices shall continue without interruption as a prior practice,
which shall be defined as a practice which has been (1) unequivocal; and (2) clearly enunciated
and acted upon; and (3) readily ascertainable over a reasonable period of time as fixed and an
established practice; and (4) is not in conflict with the Management Rights section of this Article.

4.0.2 DISCRIMINATION

Sl [XM

City PMG

Page 4



MEMORANDUM OF UNDERSTANDING BETWEEN THE CITY OF COVINA AND
THE POLICE MANAGEMENT GROUP

In accordance with Federal and State Laws and in conformance with Covina’s Equal
Opportunity Plan, it shall be an unlawful employment practice to discriminate on the basis of
Race, Color, Ancestry, Religious Creed, National Origin, Gender, Disability, Medical Condition,
Age, Sexual Orientation or Marital Status. It is further agreed that the Recognized Employee
Organization fully supports the City’s Equal Opportunity Plan, and accept its responsibility for
creating a work climate conducive to achieving the Equal Employment Opportunity goals and
programs outlined in the plan.

The parties hereto agree not to discriminate against any employee because of membership or
non-membership activity on behalf of the Police Management Group.

4.0.3 MANAGEMENT RIGHTS RESERVED

All management rights and functions except those which are clearly and expressly limited in this
Memorandum of Understanding shall remain vested exclusively in the City. It is expressly
recognized merely by way of illustration and not by way of limitation that such rights and
functions include, but are not limited to:

Manage the City
Establish and schedule working hours.
Establish, modify, or change work schedules or standards.
Institute changes in procedures.
Direct the workforce, including the right to hire, promote, demote, transfer, suspend,
discipline or discharge any employee.
Determine the location of any new facilities, buildings, departments, divisions, or
subdivisions thereof, and the relocation, sale, leasing or closing of facilities, departments,
divisions or subdivisions thereof.
Determine services to be rendered and frequency thereof.
Determine the layout of buildings and equipment and materials to be used therein.
Determine processes, techniques, methods, and means of performing work
Determine the size, character and use of inventories.
Determine financial policy including accounting procedure, establish and administer the
fiscal year budget.
Determine the administrative organization of the system.
. Determine selection, promotion or transfer of employees.
Determine the size and characteristics of the workforce.
Determine the allocation and assignment of work to employees.
Determine policy affecting the selection of new employees.
Determine the establishment of quality and quantity standards and the judgment of quality
and quantity standards of work required.
Determine administration of discipline.
Determine control and use of City property, materials, and equipment.
Schedule work periods and determine the number and duration of work periods.
Establish, modify, eliminate or enforce rules and regulations.

Place work with outside firms.
v D)
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MEMORANDUM OF UNDERSTANDING BETWEEN THE CITY OF COVINA AND
THE POLICE MANAGEMENT GROUP

w. Determine the kinds and numbers of personnel necessary to execute the City mission.

x. Determine the methods and means by which such operations are to be conducted.

y. Require employees, where necessary, to take in-service training courses during working
hours.

z. Determine duties to be included in any job classifications.

aa. Determine the necessity of overtime and the amount of overtime required.

bb. Take any necessary action to carry out the mission of the City in cases of any emergency or
other unusual situations.

cc. Prescribe a uniform dress to be worn by designated employees.

The exercise of the foregoing powers, rights, authority, duties, and responsibilities by the City,
adoption of policies, rules, regulations, and practices in furtherance thereof, and the use of
judgment and discretion in connection therewith, shall be limited only by the specific and
express terms of this contract, and then only to the extent such specific and express terms are in
conformance with law. As pursuant to the law, all subjects, in relation to wages, hours, and
working conditions will continue to be the subject of meet and confer or meet and consult,
whichever is applicable.

4.0.4 EMPLOYEE RIGHTS

The rights of employees in the bargaining unit and of the Union are limited to those specifically
set forth in this agreement, and the City retains all authority, powers, privileges and rights not
specifically limited by the terms of this agreement.

All rights, privileges and working conditions officially recognized and generally enjoyed by the
employees represented herein at the time of the signing of this Memorandum of Understanding
which are not included in this memorandum shall remain in full force, unchanged and unaffected
in any matter during the term of the memorandum unless changed by mutual consent. However,
for such prior practices to be applicable they must not be in conflict with the Management Rights
section of this Article.

5.0. SAVINGS CLAUSE

5.0.1 STATE AND FEDERAL OBLIGATIONS
This Memorandum shall not in any way interfere with the obligation of the parties hereto to

comply with the State and Federal Law or of any rule, legislation, regulation or order issued by
such government authority pertaining to the matters covered herein.

5.0.2 COURT ACTIONS, LEGISLATION

Dl
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MEMORANDUM OF UNDERSTANDING BETWEEN THE CITY OF COVINA AND
THE POLICE MANAGEMENT GROUP

If any provision of this Memorandum or the application of the Memorandum should be rendered
or declared invalid by any court action or by reason of legislation, the remaining parts or portions
of this Memorandum shall remain in full force and effect.

5.0.3 BINDING ON THE PARTIES

Except as provided in the above preceding paragraphs, the parties hereto agree that this
Memorandum cannot be modified, changed or altered any way whatsoever except by compliance
with Section 3504.5 of the Government Code which requires notice and meeting and conferring
prior to implementation of any changes.

6.0. FULL UNDERSTANDING, MODIFICATIONS, WAIVER

It is intended that this Agreement sets forth the full and entire understanding of the parties
regarding the matters set forth herein, and any other prior or existing understanding or
agreements by the parties, whether formal or informal, regarding any such matters are hereby
superseded or terminated in their entirety.

By the term “informal” it is understood to refer to such items as person-to-person arrangements
unique to an individual situation or circumstance.

Except, as specifically provided herein, it is agreed and understood that both parties voluntarily
and unqualifiedly waive their rights, and agree that the other shall not be required to negotiate
with respect to any subject or matter covered herein during the term of this Agreement, unless
otherwise specified herein.

Any agreement, alteration, understanding, variation, waiver, or modification of any of the terms
or provisions contained herein shall not be binding upon the parties hereto unless made and
executed in writing by all parties hereto, and if required, approved and implemented by the City
Council.

The waiver of any breach, term or condition of this Agreement by either party shall not
constitute a precedent in the future enforcement of all its terms and provisions.

7.0. TERM AND RENEWAL OF MEMORANDUM

Upon ratification and execution by the City Council, this Memorandum of Understanding shall
become effective on July 1, 2013, unless otherwise noted. It shall remain in full force and effect
until June 30, 2016.

This Memorandum of Understanding shall automatically be renewed on the same terms and

conditions for consecutive one-year periods thereafter unless no earlier than one hundred and

twenty (120) days and no later than ninety (90) days prior to the exp'&alt/i\cgn of this agreement, or
'

City PMG
Page 7



MEMORANDUM OF UNDERSTANDING BETWEEN THE CITY OF COVINA AND
THE POLICE MANAGEMENT GROUP

any extension thereof, either party shall give written notice to the other party of its intent to
terminate or modify the agreement.

8.0. WORKDAYS AND HOURS

8.0.1 WORK SCHEDULES

Employees in this unit may be assigned any approved work schedule as determined by the Police
Chief.

8.0.1.1 FIVE-FORTY PLAN

The work week for employees appropriate to this unit assigned to a five-forty plan shall consist
of five (5) eight (8) hour days within seven (7) consecutive twenty-four (24) hour periods
inclusive of rest periods but exclusive of the lunch period which shall not be paid time.

8.0.1.2 NINE-EIGHTY PLAN

The work period for employees appropriate to this unit assigned to a nine-eighty plan shall
consist of eight (8) nine hour days and one (1) eight (8) hour day within fourteen (14)
consecutive twenty-four (24) hour periods inclusive of rest periods but exclusive of the lunch
period which shall not be paid time.

8.0.1.3 FOUR-TEN PLAN

The work week for employees appropriate to this unit assigned to a four-ten plan shall consist of
four (4) ten (10) hour days within seven (7) consecutive twenty-four (24) hour periods, inclusive
of rest periods but exclusive of the lunch period which shall not be paid time.

Those employees appropriate to this unit assigned to patrol shall work a four-ten plan which
consists of four (4) ten (10) hour days within seven (7) consecutive twenty-four (24) hour
periods inclusive of rest periods and lunch period.

8.0.1.4 HYBRID PLAN

In September 2009, Covina Police Patrol personnel transitioned to a hybrid work schedule that
combines the traditional 4/10 shifts and add a 3/12 shift. The shift schedules are as follows:

TEAM 1 Tuesday-Friday 0700-1700
TEAM 2 Tuesday-Friday 1600-0200
TEAM 3 Tuesday-Friday 2130-0730
TEAM 4 Saturday-Monday 0700-1930
TEAM 5 Saturday-Monday 1430-0300
TEAM 6 Saturday-Monday 1900-0730
W
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MEMORANDUM OF UNDERSTANDING BETWEEN THE CITY OF COVINA AND

THE POLICE MANAGEMENT GROUP

An employee working the 3/12 shift will be required to work a 10 hour payback
shift once during each 28 day pay cycle. Payback days for all sworn police
personnel assigned to the 3/12 shifts will be scheduled according to the following
protocol:

1.

A lieutenant will be designated as the “Payback Coordinator” to manage and
oversee the payback scheduling process.

Paybacks will be scheduled to mitigate overtime associated with training and/or
routine patrol operations. Personnel on the 3/12 shifts will be assigned to work
their paybacks in Patrol on the days scheduled for the 4/10 personnel to attend
training or to cover vacancies created by other forms of leave. Personnel from the
3/12 shifts may also be assigned to attend training as their assigned payback day.

Personnel will be assigned a payback shift by the Payback Coordinator and
notified of the assigned payback shift via department email and voicemail.

The Payback Coordinator will maintain a document identifying all scheduled
payback shifts. This document will be maintained in an open and visible location
in the Watch Commander’s Office.

The Payback Coordinator should assign personnel to a shift that requires a fill or
shift that would benefit from more adequate staffing levels (i.e., schedule
personnel on the day of traffic court or when a shift is scheduled at minimums).
The Payback Coordinator should take into consideration the shift to which
personnel are assigned and should attempt to accommodate their schedules when
assigning payback days to be worked, however, shift accommodation is not
guaranteed.

Personnel who have completed a payback shift shall complete an overtime card
and stamp it with the “PAYBACK” stamp similar to how officers currently stamp
their court “ON CALL” overtime cards. The overtime cards will be submitted to
the Payback Coordinator on the day that the officer works. The payback hours
will be noted on the Daily Timesheet with “PAYBACK” written in the
“Comments/Explanation” box.

M b(/\}
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MEMORANDUM OF UNDERSTANDING BETWEEN THE CITY OF COVINA AND

THE POLICE MANAGEMENT GROUP

7. Tt is the responsibility of the Payback Coordinator to ensure that all payback shifts
are scheduled and the affected employees are advised of their payback
requirements.

8. An employee may not us Comp Time or Vacation Time in lieu of working their
payback shift. The Payback Coordinator will ensure that the employee’s
paybacks do not interfere with employee’s master vacation time.

Shift scheduling and or modifications are a Management Right. In the event of
unforeseen circumstances Police Management reserves the right to adjust scheduling for
the benefit of the department.

9.0.

9.0.1 SALARY ADJUSTMENT AND RANGES

SALARY AND COMPENSATION

The authorized base pay salaries for position classifications covered by this Memorandum of
Understanding are as follows:

July 1, 2014 — two percent (2%)
TITLE RANGE | 1 2 3 4 5 6 7 8
CODE
Police 5010 9,660.13 | 10,143.64 | 10,650.78 | 11,182.65 | 11,741.50 | 12,035.04 | 12,335.89 | 12,644.30
Lieutenant
July 1, 2014 — two percent (2%)
TITLE | RANGE | | 2 3 4 5 6 7 8
CODE
Police 5020 10,884.66 | 11,428.89 | 12,000.11 | 12,600.55 | 13,230.26 | 13,561.01 | 13,900.03 | 14,247.55
Captain

(et JBI/\J
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MEMORANDUM OF UNDERSTANDING BETWEEN THE CITY OF COVINA AND
THE POLICE MANAGEMENT GROUP

January 1, 2015 — one percent (1%)

TITLE RANGE | 1 2 3 4 5 6 7 8
CODE

Police 5010 9,756.74 | 10,245.09 | 10,757.29 | 11,294.47 | 11,858.91 | 12,155.36 | 12,459.27 | 12,770.75

Lieutenant

January 1, 2015 — one percent (1%)

TITLE | RANGE | 1 2 3 4 5 6 7 8
CODE

Police | 5020 10,993.49 | 11,543.19 | 12,120.13 | 12,726.57 | 13,362.54 | 13,696.63 | 14,039.05 | 14,390.01

Captain

July 1, 2015 — one percent (1%)

TITLE RANGE | | 2 3 4 5 6 7 8
CODE

Police 5010 9,854.30 | 10,347.53 | 10,864.86 | 11,407.41 | 11,977.49 | 12,276.92 | 12,583.85 | 12,898.45

Lieutenant

July 1, 2015 — one percent (1%)

TITLE | RANGE | 1 2 3 4 S 6 7 8
CODE

Police | 5020 11,103.43 | 11,658.61 | 12,241.32 | 12,853.84 | 13,496.19 | 13,833.59 | 14,179.43 | 14,533.91

Captain

The above salary ranges are listed as Steps 1-8 (Steps 6-8 are advanced salary steps as described
in Section 9.0.3.4). This replaces Steps A-H as was listed in previous MOUs.

Employee contributions to P.E.R.S. shall be paid according to the City’s Resolution No. 06-
6556, attached hereto as Exhibit A.

Should the employer PERS rate meet or exceed 25% during the term of this MOU, the City shall
request that the Police Management Group agree to meet and confer over potential financial
solutions for the remaining term of the agreement. The members of this group will negotiate
contributing up to, but not to exceed, one percent (1%) to the employer PERS rate during the
term of this agreement. The City agrees to provide the Police Management Group all financial
records available to demonstrate its concerns. In the event the parties do pot meet and confer, or

(Kt !)(41
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MEMORANDUM OF UNDERSTANDING BETWEEN THE CITY OF COVINA AND
THE POLICE MANAGEMENT GROUP

in the event no solution is reached between the parties, the City reserves the right under this
M.0.U., 4.0.3, Personnel Rule XVI and Covina Municipal Code 2.36.130 to exercise workforce
reductions, i.e. layoff and or demotions. However, pursuant to Sections 5.0.3 of this M.O.U.,
this memorandum cannot be modified except by mutual consent of the parties.

9.0.1.1 FINANCIAL CRISIS LANGUAGE

The City honors its commitments and contractual obligations with its employees. In difficult and
uncertain economic times, the City appreciates the input and collaborative problem solving
efforts of the Police Management Group of Covina. In the event of a financial City crisis, the
City shall request that the Police Management Group agree to meet and confer over potential
solutions for the remaining term of the agreement. The City agrees to provide the Police
Management Group all financial records available to demonstrate its concerns. In the event the
parties do not meet and confer, or in the event no solution is reached between the parties, the
City reserves the right under this M.O.U., 4.0.3, Personnel Rule XVI and Covina Municipal
Code 2.36.130 to exercise workforce reductions, i.e. layoff and or demotions. However,
pursuant to Sections 5.0.3 of this M.O.U., this memorandum cannot be modified except by
mutual consent of the parties.

9.0.2 EDUCATION INCENTIVE PAY

Effective October 1, 2013, all employees covered by this MOU will be eligible for education
incentive pay as follows:

e $650 for a Bachelor’s Degree
e $900 for a Master’s Degree

The above amounts are not cumulative.

To qualify for the Education Incentive Pay, the degree(s) must be earned by a college or
university that is accredited by the Western Association of Schools and Colleges, or a similar
regional accrediting association. Degrees obtained via online institutions who are not accredited
by any regional accrediting association will not qualify for Education Incentive.

9.0.3 ADVANCEMENT THROUGH SALARY RANGE
9.0.3.1 NEW EMPLOYEES

Effective January 1, 1988 and applicable only to those new employees hired on or after January
1, 1988, the City shall amend the salary plan of merit increases as follows:

Step A - upon initial employment
Step B- upon six (6) months successful completion of employment at Step A.
Step C - upon twelve (12) months successful completion of employment at Step B.
Step D - upon twelve (12) months successful completion of employment at Step C.
D ’,A‘* ’
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THE POLICE MANAGEMENT GROUP

Step E-  upon twelve (12) months successful completion of employment at Step D.

Effective January 1, 2014, salary steps are reclassified from letters A through E to numerals 1
through 5.
9.0.3.2 PROMOTED EMPLOYEES

The preceding section shall apply to current employees covered by this Memorandum of
Understanding who are promoted to a higher classification or demoted to a lower classification
on or After January 1, 1988.

9.0.3.3 SALARY UPON PROMOTION

Promoted employees shall receive an increase in salary at a minimum of five percent (5%) above
all compensation for the position he/she was currently earning prior to their promotion. If that
five percent (5%) falls between two salary ranges, the employee will receive the higher step (not
to exceed the highest step in the salary range), which includes “advanced salary steps” in section
9.0.3.4 of this MOU.

“All compensation” is defined as base salary combined with all incentive and special assignment
pay.

9.0.3.4 ADVANCED SALARY STEP INCREASES

Those employees hired or promoted to the Police Management Group will receive longevity
increases as follows:

Step F-  Effective July 1, 2010, 2.5% available upon seven (7) years service with the
Covina Police Department, and one year at Step E.
Step G-  Effective July 1, 2011, 2.5% available upon nine (9) years service with the Covina
Police Department and one year at Step F.
Step H-  Effective July 1, 2012, 2.5% available upon eleven (11) years service with the
Covina Police Department and one year at Step G.

Effective January 1, 2014, Advanced Salary Steps are reclassified from letters F through H to
numerals 6 through 8.

Employee contributions to P.E.R.S. shall be paid according to the City’s Resolution No. 06-
6556, attached hereto as Exhibit A.

9.0.4 EXTRA WORK PERFORMED OFF HOURS-COMPENSATION

9.0.4.1 ADMINISTRATIVE LEAVE

[ b(,j
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MEMORANDUM OF UNDERSTANDING BETWEEN THE CITY OF COVINA AND
THE POLICE MANAGEMENT GROUP

Effective July 1, 2006, administrative leave is hereby provided to Police Management Group
employees in lieu of compensatory time for hours worked, except under specifically outlined
circumstances per this MOU.

All Police Lieutenant and Police Captain Positions will be advanced fifty-four (54) hours of paid
administrative leave as of July 1 of each calendar year. The earning of this administrative leave
will be at the rate of four and one-half (4.5) hours per month. An employee terminating
employment prior to a complete calendar year and having utilized leave not yet earned will be
subject to a dollar value deduction from his or her final paycheck. Employees may use
compensatory time already earned. As of July 1, 2016 administrative leave hours will not carry
over. Any hours on record as of June 30, 2016 will be forfeited.

The scheduling and use of administrative leave for this group is subject to approval of the Police
Chief.

9.0.4.2 HOUR FOR HOUR COMPENSATION
COURT STANDBY TIME

When court standby was initiated, employees were required to remain at home in order to be able
to respond to court within the designated time. With the implementation of the Fair Labor
Standards Act, concern was raised over whether this practice restricted the employee as to what
he could do or where he could go during the standby time, thereby constituting "hours worked."
In order to revert to the former practices of implementing standby time, employees are no longer
required to remain at home but must be able to respond to court within 30-45 minutes of being
called. Employees are not restricted to what they can do or where they can go during this standby
time. Upon reporting for duty, an employee is no longer eligible to be compensated for court
standby time. Employees on standby will be compensated as follows:

Three (3) hours standby allowed for both morning and afternoon sessions at straight time rate if
employee is kept on call; if an employee appears in court in response to a subpoena, he is
compensated at time and one-half and is given a minimum of two hours or actual time if greater.

Two hours at straight time will be paid to employees who are released from court standby with
less than 24 hour notice. Acceptable notification will include person to person contact, page
and/or message left at employees' residence or other telephone number on file with department.
Departmental documentation of failed attempts to contact the employee more than 24 hours in
advance will be accepted as notification.

When an employee is subpoenaed or otherwise lawfully required to appear, during off-duty
hours, in court, at deposition or before a DMV Hearing in the performance of the employee's
duties, the employee will be compensated, at a minimum of three (3) hours, at time and one half
from the required time of appearance. In the event the employee's work shift starts prior to the
completion of the three (3) hours, at the onset of the employee's shift:, the employee will cease to
be compensated at time and one half and shall be compensated at straight time.

g hbd
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THE POLICE MANAGEMENT GROUP

Court Standby Time will not apply to appearances made at general meetings, Personnel Advisory
Board meetings, etc.

The position classifications covered by this Memorandum of Understanding are FLSA exempt,
however, supplemental compensation applies for the following conditions to the approval of the
Police Chief:

The conditions and scope controlling the payment of premium time overtime (1.5X) and
compensatory time off on an hour for hour basis are as follows:

Police Lieutenant

1. Whenever the City calls in an off-duty officer to direct or supervise departmental
activities on a major incident including, but not limited to homicides, disasters,
officer involved shootings, internal affairs investigations or other matters of a
serious or sensitive nature.

2. Whenever the City requires an officer on patrol watch commander assignment to
work a shift to offset another officer’s absence.

9.0.4.3 USE OF COMPENSATORY TIME
Compensatory time accumulation shall be limited to forty hours.

It is understood that compensatory time off in lieu of straight time rate may be given if agreed to
by both the City and the affected employee in lieu of payment for the foregoing allowable
overtime situations outlined in the previous section.

The scheduling and use of compensatory time off is subject to the approval of the City Manager
or his or her designee.

9.0.4.4 PAY OUT OF COMPENSATORY TIME UPON PROMOTION

Employees who are promoted into the Police Management Group will be paid out any
compensatory time he/she may have earned up to the date of promotion. Compensatory time
will be paid within 30 days after the effective date of the promotion and will be paid at the
hourly rate at the classification held prior to the promotion.

9.0.5 ACTING APPOINTMENT COMPENSATION

Sworn safety classifications — When a full-time, budgeted position becomes vacant, an employee
may be assigned by the Police Chief to work in a higher classification on an acting temporary
basis upon the approval of the City Manager. When such employee(s) has completed five (5)
consecutive acting workdays in any calendar month, such employee shall be entitled to acting

pay beginning on the sixth (6) workday.
e D
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The employee shall be paid at a minimum of five percent (5%) above all compensation (as
previously defined Section 9.0.3.3) for the position he/she was currently earning prior to being
assigned to the acting position. If that five percent (5%) falls between two salary ranges of that
acting position salary range, the employee will receive the higher step (not to exceed the highest
step in the salary range) which includes “advanced salary steps” in section 9.0.3.4 of this MOU.

9.0.6 SPECIAL ASSIGNMENT COMPENSATION
9.0.6.1 LIEUTENANTS ASSIGNED TO NON-PATROL

Special assignment compensation of 5% of base pay shall be granted for a Police Lieutenant
assigned to non-patrol.

9.0.6.2 BILINGUAL PAY

Employee classifications appropriate to this unit may receive $100 per month lump sum payment
for possessing the ability to speak and understand a foreign language. The City will develop an
appropriate examination and certify such employee(s) language abilities.

The City reserves the right, as the needs of the City dictate, to determine appropriate languages,
to certify as many employees as it sees fit and to determine from what departments and
classifications these employees are selected as best suits the City’s needs.

10.0. HOLIDAYS AND LEAVES OF ABSENCE

10.0.1 FIXED AND FLOATING HOLIDAYS DEFINED
10.0.1.1 HOLIDAYS DEFINED

For the management classifications listed under the “Recognition,” section herein, the following
thirteen (13) days shall be established as holidays (hour for hour):

New Year’s Day

Martin Luther King’s Birthday

Lincoln’s Birthday*

Third Monday in February, (President’s Day)
Last Monday in May, (Memorial Day)

July Fourth, (Independence Day)

First Monday of September, (Labor Day)
Second Monday of October, (Columbus Day)*

November 11, (Veteran’s Day)
i N\\

0.  Thanksgiving Day
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11.  Friday following Thanksgiving
12. Christmas Day
13.  One Additional Floating Holiday hour for hour*

* SEE “FLOATING HOLIDAYS” BELOW
10.0.1.2 COMPENSATION IN LIEU OF FIXED HOLIDAYS
1. In lieu of fixed holiday, Lieutenants shall be compensated with thirteen (13) hours per
month holiday pay at their regular rate of pay. Lieutenants hired or promoted after

January 1, 2007, not assigned to patrol, will receive a day off as indicated below for
Police Captain Positions.

2. Employees working a designated holiday shall be compensated at their regular rate of
pay.
3. Captains are given a day off with pay for each designated holiday;

4, When a holiday falls on Sunday, the following Monday shall be observed in lieu thereof.
When a holiday falls on Saturday, the preceding Friday shall be observed in lieu thereof.
For Captains, when a holiday falls on a scheduled Friday off, an additional hour for hour
of Floating Holiday time is accrued and must be used within the year as designated
below.

10.0.1.3FLOATING HOLIDAYS

For Captains and Lieutenants hired or promoted after January 1, 2007, and not assigned to patrol,
Lincoln’s Birthday, Columbus Day and One Additional Floating Holiday as designated above
(*), may be used as floating holidays without restriction as to purpose or incremental use within
the calendar year. There shall be no carry over permitted. The floating holidays shall accrue to
permanent employees on January 1 of each year, except as noted herein.

Employee shall receive prior written permission from the employee’s supervisor when
requesting floating holidays. Such request may be granted after due consideration of the
employee’s needs, however, department service and staffing levels will have primary weight in
the decision.

Floating holidays may also be used in emergency and other unforeseen circumstances. In this
event the employee shall notify the department head or department head’s designee prior to the
time set for the beginning of the shit of his/her reporting status.

10.0.1.4 EMPLOYEE REQUIRED TO WORK A HOLIDAY

If a Captain or Lieutenant hired or promoted after January 1, 2007, and not assigned to patrol, is
required to work on any of the above holidays, he/she may be granted a holiday on some other

car N
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day during the calendar year at such time as the department head allows the employee’s absence
in accordance with the department work program; or he/she may be granted overtime pay.

If such worked holiday is not restored by the conclusion of the calendar year the employee will
be paid in lieu thereof at one and one-half (1.5) times their regular hourly pay rate.

10.0.1.5 ACCRUAL OF FLOATING HOLIDAYS - NEW EMPLOYEES

Effective July 1, 1991 and applicable to all new employees hired on or after July 1, 1991,
floating holidays shall accrue to such employees only upon successful completion of six (6)
months of continuous employment.

Employees successfully completing six months employment between January 1 and January 31
of a given calendar year shall enjoy the full number of floating holiday enumerated herein for
said calendar year.

Employees successfully completing six months employment between February 1 and August 31
of a given calendar year shall enjoy one half the number of floating holidays (hourly equivalent
at eight hours per floating holiday) enumerated herein for said calendar year.

Employees successfully completing six months employment between September 1 of a given
year and January 31 of the following calendar year shall not enjoy any floating holidays in the
given calendar year. These employees, however, will enjoy the full number of floating holidays
beginning January 1 of the following year.

11.0. SICK LEAVE

11.0.1 EARNING AND ACCUMULATION OF SICK LEAVE
11.0.1.1 SICK LEAVE EARNED

Effective November 1, 2010, all classifications assigned to this MOU shall receive twelve (12)
ten (10) hour days per year paid sick leave with limited accumulation up to eighty (80), ten (10)
hour work days. The earning of such sick leave is prorated at the rate of one (1) ten (10) hour
day per complete month worked.

11.0.1.2EMPLOYEES OF RECORD AS OF DECEMBER 31, 1987:

For those employees hired to a position classification covered by this MOU as of December 31,
1987, and who have accumulated more than eighty (80), eight (8) hour days, the balance will be
carried in a reserve account to be depleted whenever the employee utilizes paid sick leave
thereafter, until the reserve account sick leave is totally used. No further earned and
accumulated paid sick leave shall be added to the reserve account.

e MW
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THE POLICE MANAGEMENT GROUP

11.0.2 PAY OFF OF ACCUMULATED SICK LEAVE

Employees having reached an accumulation above the limit will annually be paid off for up to
the overage balance of day over the accumulation limit and not to exceed twelve (12) days at the
rate of 50 percent of the dollar value of the time calculated on base salary. Those days paid-off
will then be permanently cancelled. The pay-off for such days will be included in the first
paycheck of December.

11.0.2.1 PAY OFF OF ACCUMULATED SICK LEAVE UPON TERMINATION OF
EMPLOYMENT

1.

Employees hired on or before December 31, 1987:

For those employees covered by this MOU who later terminate prior to their being able to
reduce their reserve account to less than the accumulation limit, they shall also be paid-
off at the rate of fifty percent (50%) of the dollar value of the time calculated on base
salary.

Upon termination of employment, fifty percent (50%) of accumulated sick leave shall be
compensated to the employee at his or her base hourly rate of pay unless otherwise
provided by state law. For example, an employee with 80 days accumulated would
receive 50% of the maximum, or 40 days.

This benefit to be forfeited in any individual case of disciplinary termination.

Employees hired on or after January 1, 1988:

Upon termination of employment, fifty (50) percent of accumulated sick leave shall be
compensated to the employee at his or her base hourly rate of pay unless otherwise
provided by state law. For example, an employee with 80 days accumulated would
receive 50 percent of the maximum, or 40 days.

This benefit to be forfeited in any individual case of disciplinary termination.

11.0.3 USE OF SICK LEAVE EARNED

11.0.3.1 EMPLOYEE’S NEED

The employees covered by this Memorandum of Understanding may use this earned sick
leave for the following purposes:

1. In case of the employee’s necessity and actual sickness or disability.

2. In the case of an employee’s need to receive preventive medical or dental
examinations or services from a licensed health-care practitioner.

e
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3. On an annual fiscal year basis, an employee can convert one (1) full day, hour for
hour depending on work schedule, per year of sick leave for household or
personal emergencies.

11.0.3.2 EMPLOYEE’S FAMILY’S NEED

Employee may use earned sick leave in the case where he or she is required to be absent to
provide temporary assistance in a situation where injuries or illness, sick and non-sick
preventative illness appointments with licensed health care professionals for members of the
employee’s immediate family (father, mother, brother, sister, spouse, children, step-children,
grandmother, grandfather), which requires the care and attention of the employee.

11.0.3.3PAYOFF OF ACCUMULATED SICK LEAVE WHILE CURRENTLY
EMPLOYED

With written approval of the Department Head, Human Resources Director, Finance Director
and City Manager, an employee may sell back to the City, accrued sick leave in excess of 200
hours at the rate of fifty percent (50%) of straight time rate of base pay for reimbursement of the
cost of tuition for job related coursework, computer purchase or computer training. The
Department Head, Human Resources Director, Finance Director and City Manager may approve
requests subject to the availability of funds and documentation of uses/purchases.

11.0.3.4 FOR DEATH IN FAMILY

Employee may use up to three (3) days of earned sick leave (on each separate occasion) in the
event of death to a member of the employee’s immediate family (father, mother, brother, sister,
spouse, children, step-children, grandmother, grandfather, mother-in-law, father-in-law). An
additional two (2) days paid sick leave may be granted by the Chief of Police at his discretion.

12.0. VACATION LEAVE

12.0.1.1 VACATION EARNING RATE

For the employees covered by this MOU who have continuous full-time regular employee status
with the City of Covina, they shall be allowed vacation leave upon completion of the specified
years of service:

Period of Service Number of Allowed Vacation Days Per Year
A. Upto 5 years service 15 days (based upon 8 hour day) totaling 120 hours
B. 5 years completed up to 10 years 22 days (based upon 8 hour day) totaling 176 hours
C. 10 years completed up to 15 years 25 days (based upon 8 hour day) totaling 200 hours
av N\
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D. 15 years completed and thereafter 28 days (based upon 8 hour day) totaling 224 hours

It is understood that the provision of vacation is incremental on a monthly basis.

12.0.2 ACCUMULATION AND PAYOFF

Accumulation of earned vacation shall be allowed up to an amount equal to twice (2x) the then
current annual earning allowance of vacation for the particular employee. The determination of status
as regards an employee staying within the accumulation limit will be made each March 15 with
payment for said time to be on the first paycheck in April.

If the employee fails to utilize earned vacation over this limitation amount the City will compensate
the employee for all said time at the straight time (1x) rate of base pay of the time to bring the
accumulation level to the specified maximum.

13.0. MATERNITY LEAVE

1. Employees shall be granted maternity sick leave in accordance with the City’s sick leave
program and the following provisions:

2. In all cases of pregnancy, the employee shall furnish the City a statement from her
physician giving the anticipated date of delivery and the opinion of her physician of her
ability to perform her normal work assignment. Such statement shall be furnished as
soon as practical after a determination of pregnancy has been made.

3. A pregnant employee shall be permitted to be absent and for the period during which, in
the opinion of her attending physician and when necessary, the City physician, she is
temporarily disabled because of the pregnancy, miscarriage, abortion, childbirth, and
recovery therefrom.

4. Within four (4) weeks after the termination of pregnancy, an employee shall provide the
City with a written statement from her physician as to the date the employee shall be able
to safely return to work. Failure to return to work on the date designated by her physician
shall be deemed a voluntary resignation from her City employment unless the City
agrees, in writing, to a later return date. Should the employee request, the City is
required to grant up to four months leave of absence in accordance with the Family
Medical Leave Act and the California Family Rights Act.

5. The City may, at its option and at City cost, require an independent medical opinion
concerning the employee’s ability to safely continue to perform her duties or safely return

to work.
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6. An employee disabled due to pregnancy, miscarriage, abortion, childbirth, and recovery
shall be entitled to exhaust accumulated paid sick leave time and paid vacation time prior
to being placed in an authorized leave of absence without pay status. In no event should
such leave extend beyond 120 days. (GC 12945)

7. An employee disabled due to pregnancy, miscarriage, abortion, childbirth, and recovery

therefrom shall accrue seniority and other benefits in the same manner as such benefits
are accrued by another disabled employee.

13.0.1 FAMILY MEDICAL LEAVE

Employees shall be granted family care and medical leave in accordance with applicable federal
and state law and City policy.

14.0. OTHER EMPLOYEE BENEFITS

14.0.1 HEALTH INSURANCE

During the term of this agreement, the City shall contribute the required minimum contribution,
per employee, under PEHMCA, for so long as the City is enrolled in the PERS Health Plan.

New City employees covered under this MOU and hired after January 1, 2007, are required to
have health and dental insurance through the City’s current plans.

During the term of this agreement, the City may explore alternatives to the present medical
insurance program. The City will agree to meet and confer during the term of the MOU as to
replacing PEMHCA (PERS Medical) with comparable health insurance.

14.0.2 OPTIONAL BENEFITS

Effective January 1, 2012, the benefit amount will increase to $960 per month.

Effective January 1, 2011, new hires who have not served with the Covina Police Department
will cash out no more than $400 per month.

The employee may receive their amount in cash or may elect to use it for coverage for
him/herself or his/her dependents for City approved benefit options, including but not limited to,
dental insurance, supplemental life insurance or deferred compensation plan. Any monies
received in cash will be considered as taxable income.

14.0.3 LIFE INSURANCE
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Effective July 1, 2014, the City shall provide a basic life insurance policy of one and one-half
(1%4) times employee’s salary for each employee covered by this MOU.

14.0.4 LONG TERM DISABILITY INSURANCE

In recognition of prior agreement to place a ceiling on the accumulation of sick leave, the City
agrees to the following:

1. To provide a Long Term Disability Insurance Policy as no cost to the employees covered
by this MOU.
2. To provide a policy whose Schedule Amount is sixty-six and two-thirds (66 2/3) percent

of basic monthly earnings subject to a maximum monthly benefit paid of ten thousand
dollars ($10,000) per month. (Overtime pay, bonuses, and other compensation not
received as base wages or salary will not be included as Monthly Earnings.)

3. To provide a policy whose Qualifying Period shall be the greater of 90 consecutive
calendar days or the length of accumulated sick leave.

4. The City shall have the right to select the LTD insurance carrier and to change carriers as
good business practice and economic necessity dictate.

14.0.5 EMPLOYEE RETIREMENT PROVISIONS
14.0.5.1 SWORN EMPLOYEES

Maintain the present contract with Public Employee’s Retirement System with the following
provisions:

1. One-half Pay Continuance (GC 21629)
2. 1957 Survivors Benefit
3. 1959 Survivors Benefit

A. Employee contributes $2.00 per month.

B. PERS contract to be amended to provide Level III coverage.
4. One year final compensation (single highest year) effective July 1, 1979 (GC Section
20042)
5. 3% at 50 retirement option, effective July 18, 2000.
6. Credit for unused unpaid sick leave toward retirement credit purpases. (GC 20965)
Ll
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7. $600 payment, Retired Death Benefit (GC 21622)

8. Employees covered by this Memorandum of Understanding hired prior to January 1,
1987 shall receive the opportunity to buy Military Service Credit for retirement purposes
in accordance with the Government Code, Section 21024.

9. On September 12, 2012, Governor Brown signed into law the Public Employees’ Pension
Reform Act of 2012 (“PEPRA”). The City will comply with the provision of PEPRA.

14.0.6 RETIREE MEDICAL

During the term of this agreement, the City shall contribute the required minimum contribution,
per retiree, under PEMCHA, for long as the City is enrolled in the PERS Health Plan.

Effective July 1, 2014, the City shall contribute $800 per month per eligible retiree toward
optional benefit plan until the beginning of the month the retiree reaches Medicare age. Each
eligible retiree may receive this amount in cash or may elect to use it for coverage for
him/herself for city-approved benefit options. Upon reaching Medicare age, an eligible retiree
shall receive an amount equal to the Medicare Supplemental Part B costs, currently $58.70 per
month.

Eligible retiree means any employee who meets the retirement eligibility standards of the Public
Employee’s Retirement System (PERS), retires through the PERS system within one week of
leaving City of Covina service, retires during the term of this MOU, and is a person who has ten
(10) years of cumulative service immediately prior to retirement as a full-time employee with the
City of Covina. An employee covered by this MOU and retiring due to job-related disabilities
shall be entitled to the same retiree benefits.

14.0.7 UNIFORM ALLOWANCE AND MAINTENANCE
14.0.7.1 ELIGIBILITY AND AMOUNTS
Classifications represented by this Memorandum shall receive an annual clothing and

maintenance allowance to be administered in accordance with Police Department policy. To be
received is as follows:

1. Effective July 1, 2013, amounts shall be $1,500 for each represented member of this
MOU.
14.0.7.2 PAYMENT
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Employees shall receive their annual uniform maintenance and cleaning allowance on the first
paycheck of August each year.

14.0.8 AUTO MILEAGE REIMBURSEMENT

When an employee is authorized by his/her supervisor to use his/her private vehicle to perform
official City business, the employee will be compensated at the current IRS rate per mile
allowance.

Employees desiring to use their personal vehicles on authorized City business shall maintain
valid personal automobile insurance as required by the State of California. Such evidence could
include a letter from an employee’s insurance agent or company or copy of such insurance policy
face sheets identifying name, coverage dates, limits and vehicle’s coverage.

Such documents should be filed annually upon the employee’s automobile insurance renewal.

14.0.9 SAFETY EQUIPMENT

The City agrees to supply all Police Captains’ and Police Lieutenants’ safety equipment as
required by law.

Following initial issue, all of the following items will be replaced on a “fair wear and tear” basis
as determined by the appropriate supervisory evaluating authority of the Covina Police
Department.

Gun

Holster

Sam Brown Belt
Baton

Handcuffs
Raincoats

Rain Boots

Cap Cover (Rain)
Handcuff Case
Baton Holder
Cartridge Case
Whistle
Flashlight
Ammunition
Flashlight Batteries
Flashlight Bulbs
Body Armor

OC Spray
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OC Spray Holder

Riot Helmets, with neck and face protectors
All other items as specified in the Government Code, Section 50081.0

15.0. GRIEVANCE PROCEDURE

Grievances shall be processed according to Rule XVII of the City’s Personnel Rules and
Regulations, attached hereto as Exhibit A.

No original hire, first time probationary employee shall have the right to use the grievance
procedure. Such procedure shall be reserved only for full-time, permanent employees of the
City.

The above shall not apply to those who must serve a new probationary period as a result of a
promotion in classification.
16.0. PUBLIC SAFETY OFFICERS PROCEDURAL BILL OF RIGHTS ACT
The City hereby recognizes the Public Safety Officers Procedural Bill of Rights Act, codified in
Government Code Secs. 3300-3311, relating to procedural rights accorded to public safety
officers subject to investigation or discipline and Police Management Group members are
afforded these rights.
17.0. PROBATIONARY PERIOD

All employees covered by this MOU, hired by the City on or after January 1, 1988, shall be
required to serve a one-year probationary period.

All employees promoted on or after January 1, 1988, shall also be required to serve a one-year
probationary period.

18.0. LAYOFF PROCEDURE

Whenever, in the judgment of the City Council, a reduction in work force becomes necessary for
any reason, the following steps in implementing layoffs, demotions, or recall shall be followed:

19.0. PROCEDURE
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Whenever a position is eliminated or abolished in a classification within the department, layoffs
or demotions in lieu of layoffs will be in reverse order of classification seniority:

1. In the event of a tie in classification seniority by two or more employees, the order of
seniority for such employees shall be based on departmental seniority.

2. In the event a tie still exists after reviewing departmental seniority, the order of seniority
for these employees shall be established by the Police Chief after reviewing these
employees’ performance evaluations.

20.0. DEMOTION IN LIEU OF LAYOFF

An employee who is to be laid off may elect to be demoted in lieu of layoff to a lower paying
classification within the department provided:

1. The employee has served with the Covina Police Department in the position they are
being demoted to in lieu of layoff.

2. The employee has the skills and meets the qualifications of the lower paying
classification, and

3. The operating requirements of the department are maintained.

Employees demoted in lieu of layoff shall be placed in the seniority list of the lower
classification and an employee with the least seniority in such classification shall be laid off or
elect to be demoted to a lower paying classification within the department subject to the same
provisions contained in paragraphs A and B until the lowest levels of classification and the most
junior employee are reached. At such time, employees shall be laid off.

20.0.1 RECALL

Employees who are laid off or who have displaced others in lieu of layoff will be placed on a
recall or re-employment list for two years, during which service time in the previous original
position will be maintained but not accrued. The recall or re-employment list or lists may be
extended for one (1) additional year by the City Manager or his designee.

If a vacancy or vacancies occur, current employees who have been demoted in lieu of layoff
shall be recalled or re-employed to their former positions in order of seniority.

I, after restoring current employee or employees to their previous status, a vacancy or vacancies
occur during the life of a recall or re-employment list, employees who have been laid off shall be
recalled or re-employed to their former positions in order of seniority provided the employee
notifies the department of the employee’s intent to return to work within three (3) days of receipt
of the written notice of a position opening. It shall be the employeg’s duty to provide the
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Personnel office and the department with a current address during the period of layoff. Failure to
do so shall nullify the City’s duty to recall or re-employ any such person.

Any employee on a re-employment list may be re-employed in a position with a lower maximum
rate of pay, provided the person possesses the skills and qualifications for the position.

20.0.2 SENIORITY

As used herein, classification seniority means the total time served in a permanent and
probationary status within the classification. Time served in other classifications within the
City’s competitive service shall not be counted for the purposes of layoff. Classification
seniority and city-wide seniority shall be lost in the event of layoff for a period of more than two
years, unless the list is extended an additional year by the City Manager or his designee.

21.0. RESOLUTION OF IMPASSE

Impasse procedures may be invoked only after the possibility of settlement by direct discussion
has been exhausted. The impasse procedures are as follows:

A. MEDIATION (OR CONCILIATION) - means the effort of an impartial third person, or
persons, functioning as intermediaries, to assist the parties in reaching a voluntary
resolution to an impasse, through interpretation, suggestion and advice. Mediation and
conciliation are interchangeable terms. All mediation proceedings shall be private. The
mediator shall make no public recommendations nor take any public position concerning
the issues.

B. A DETERMINATION BY THE COUNCIL - after a hearing on the merits of the dispute.

C. Any other dispute resolving procedures to which the parties mutually agree or which the
City Council may order.

Any party may initiate the impasse procedure by filing with the other party (or parties)
affected a written request for an impasse meeting together with a statement of its position
on all disputed issues. An impasse meeting may then be scheduled by the Municipal
Employee Relations Officer forthwith after the date of filing of the written request for
such meeting, with written notice to all parties affected. The purpose of such impasse
meeting is twofold: (1) to permit a review of the position of all parties in a final effort to
reach agreement on the disputed issues, and (2) if agreement is not concluded, to
mutually select the specific impasse procedure to which the dispute may be submitted; in
the absence of agreement between the parties on this point, the matter may be referred to
the City Council.
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The fees and expenses, if any, of mediators or of any other impasse procedure, shall be
payable one-half by the City and one-half by the employee organization or employee
organizations.

22.0. NO STRIKE

It is agreed and understood that there will be no strike, work stoppage, slow-down, refusal or
failure to fully and faithfully perform job functions and responsibilities, or other interference
with the operations of the City by the Association or by its officers, agents, or members during
the term of this Agreement, including compliance with the request of other labor organizations to
engage in activity.

The Association recognizes the duty and obligations of its representatives to comply with the
provisions of this Agreement and to make every effort toward inducing employees to do so. In
the event of a strike, work stoppage, slow down, or other interference with the operation of the
City or its agents by employees who are represented by the Association, the Association agrees
in good faith to take all necessary steps to cease such employee action.

It is agreed and understood that any employee violating this Article may be subject to discipline
up to and including termination.

It is understood that in the event this Article is violated, that in addition to any other legal
remedies available to it the City shall be entitled, consistent with applicable law, to withdraw any
rights privileges, or services provided for in this Agreement or in City rules from any employee
and/or the Association.
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23.0. SIGNATURES AND EXECUTION

It is the mutual understanding of all parties hereto that this Memorandum of Understanding is of
no force or effect whatsoever unless or until the same is determined by the Covina City Council

by appropriate City Council action.

The parties hereto have caused this Memorandum of Understanding to be executed this 17™ day

of June, 2014.

POLICE MANAGEMENT GROUP

,e/«/é UM 6 //51/4/
QmiWebster
Association Rep

U L7879

David Povero Date
Association Representative

@Q wg T~

Rit Walczak<_—" Date
Association Representative

CITY OF COVINA

t ﬁ/' D,zM— @lz5/14

Date
Mayor
____‘é)
a5/
Daryl Parrish Date
City Manager

£ 4“4‘{»"\@/“'7"’ "’/V/

Anthony Arroyo Date
Human Resources Dlrecto
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24.0. EXHIBITS

EXHIBIT “A” - GRIEVANCE PROCEDURE
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Section 1.

Section 2.

THE POLICE ASSOCIATION OF COVINA

RULE XVII
GRIEVANCE PROCEDURES

Definition: For definition purposes, there are two types of grievances to
be addressed in this section. A Type I grievance is defined as any dispute
concerning the application or interpretation of any rule or policy of the
City of Covina Personnel Rules and Regulations, of an existing MOU, of
departmental rules and regulations, or of the practical consequences of a
City rights decision on wages, hours, and other terms and conditions of
employment.

A Type II grievance is defined as a dispute resulting from a disciplinary
action, including but not limited to suspension, demotion or discharge.

Procedure to Afford the Employee Proper Consideration of a Type I
Grievance:

Step 1: Review with Employee Organization: When applicable, the
grievant shall discuss the grievance with his/her appropriate Employee
Association (Union) Advisory Committee in an effort to determine if the
grievance should be pursued. If so, the committee may assist the
employee in processing the grievance. The grievant has ten working days
following the day the event occurred upon which to consult his/her
Employee Advisory Committee. Step I does not preclude the grievant,
however, from taking his/her grievance to the next step of review.

Step 2: Informal Discussion: The grievant shall discuss the grievance
with his/her immediate supervisor on an informal basis in an effort to
resolve the grievance, and said grievance shall be considered waived if not
so presented to the immediate supervisor within ten (10) working days
following the day the event occurred upon which the grievance is based.
The immediate supervisor shall respond in writing within five (5) working
days following the meeting with the grievant. Failure of the immediate
supervisor to respond within such time limit shall entitle the grievant to
process the grievance at the next step.

Step 3: Division Head Review (First level of Review): If the grievance is
not settled at Step 2, the grievant may submit the grievance in writing to
his/her division head within five (5) working days of the receipt of the
grievance response at Step 2. Failure of the grievant to serve such written
notice shall constitute a waiver of the grievance. If such written notice is
served, the division head shall meet with the grievant and a written
decision and statement facts and issues shall be rendered to the grievant
and representative, if any, within ten (10) working days from the date of
service. Failure of the division head to respond within such time limits
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shall entitle the grievant to process his/her grievance at the next level of
review.

Step 4: Department Head Review (Second Level Review): If the
grievance is not settled at Step 3, the grievant may serve written notice of
the grievance to the department head within ten (10) working days of the
receipt of the Step 3 grievance response. Failure of the grievant to serve
such written notice shall constitute a waiver of the grievance. If such
written notice is served, the department head shall meet with the grievant,
and a written decision and statement of facts and issues shall be rendered
to the grievant and representative, if any, within ten (10) working days
from the date of service. Failure of the department head to respond within
such time limit shall entitle the grievant to process the grievance at the
next level of review.

Step 5: Personnel Officer Review (Third Level Review): If the grievance
is not settled at Step 4, the grievant may serve written notice of the
grievance to the Personnel Officer within five (5) working days following
receipt of the grievance response at Step 4. Failure of the grievant to serve
such written notice is served, the Personnel Officer shall meet with the
grievant, and a written decision and statement of facts and issues shall be
rendered to the grievant and representative, if any, within ten (10) working
days from the date of service. Failure of Management to respond within
such time limits shall entitle the grievant to process the grievance at the
next level of review.

Step 6: City Manager/Designee Review (Final Level of Review): If the
grievance is not settled at Step 4, the grievant may serve written notice of
the grievance to the City Manager or his/her designee within ten (10)
working days following receipt of the grievance response at Step 4.
Failure of the grievant to serve such notice shall constitute a waiver of the
grievance. If such notice is served, the City Manager or his/her designee
shall meet with the grievant and a written decision and statement of facts
and issues shall be rendered to the grievant and representative, if any,
within fifteen (15) working days from the date of service. The City
Manager’s decision, working in conjunction with his/her designee shall be
final in all Type I Grievances.

Procedure to Afford the Employee Proper Consideration of a Type II
Grievance: The procedure to be followed concerning a Type II Grievance
shall be in accordance with the law as set forth in the 1975 Skelly v. State
Personnel Board and subsequent related cases.

Step 1: Department Head Review (First Level Review): With respect to
the Skelly process, the grievant shall have ten (10) working days in which
to respond either orally or in writing to charges apd igtended disciplinary
Kkt
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Section 4.

Section 5.

Section 6.

Section 7.
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action. The grievant’s response shall be directed to his/her department
head. Upon receipt of the grievant’s written and/or oral response to the
charges, the department head has five (5) working days to submit a written
decision to the grievant and representative, if any, concerning the
disciplinary action to be taken.

Step 2: Personnel Advisory Board Review (Second Level Review): If the
grievance is not resolved at the department head level, the grievant may
request in writing a hearing, before the Personnel Advisory Board. The
written appeal to the Personnel Advisory Board must be submitted to the
Employee Relations Officer within ten (10) working days after receiving
the department heads written response.

Scope of Type 1 Grievance: Any regular employee in the competitive
service shall have the right to file a grievance as outlined in Sections 1-2.
Employees shall clearly define the scope of the Type 1 grievance upon
initial filing. Additional information relevant to the identified issue or
cause may be added as the grievance progresses. New issues or cause for
action shall not be added to the existing grievance once it has been filed
and progressed beyond Step 2 (Level 1) Department Head Review.

Right of Grievant to Representation: The grievant has the right to be
represented by any person or attorney he/she may select during the various
stages of the grievance procedure for both Type I and Type II Grievances.

Reprisals: Employees shall be free from reprisal for using any of the
grievance procedures as indicated in the rules and regulations.

Judicial Review: An appeal for judicial review of any final decision
pursuant to this grievance procedure shall be filed not later than the 90™
day following the date on which said decision becomes final.
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Section 2.

Section 3.

Section 4.

Section 5.

Section 6.
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RULE XVIII

RULES OF APPEAL TO PERSONNEL ADVISORY BOARD

Right of Appeal: Any regular employee in the competitive service shall
have the right to appeal to the Personnel Advisory Board any decision or
action that results in said employee receiving disciplinary action. Before
appealing an action or decision to the Personnel Advisory Board, the
employee must exhaust all previous steps included in the Grievance
Procedure for Type II grievances (Rule XV, Section 3).

Method of Appeal: Appeals shall be in writing, subscribed by the
appellant, and filed with the Employee Relations Officer, who shall,
within five (5) working days after receipt of the appeal, inform each
member of the Personnel Advisory Board, the appointing power and such
other persons or officers named or affected by the appeal of the filing of
the appeal. The appeal shall be a written statement, addressed to the
Employee Relations Officer, explaining the matter appealing from and
setting forth therein a statement of the action desired by the appellant, with
his reasons therefore. The formality of a legal pleading is not required.

Notice: Upon the filing of an appeal, the Personnel Advisory Board shall
set a date for a hearing on the appeal within thirty (30) days from the date
of filing. The Employee Relations Officer shall notify all interested
parties of the date, time and place of the hearing at such places as the
Personnel Advisory Board shall prescribe.

Subpoenas: Subpoenas for witnesses to appear at any such hearing shall
be issued only upon receipt by the Personnel Board or Employee Relations
Officer of a written request therefore setting forth the names and addresses
of the witnesses desired to be subpoenaed. Subpoenas duces tecum shall
be issued only upon receipt by the Personnel Advisory Board or Employee
Relations Officer of a written request therefore, accompanied by an
affidavit of the applicant in the form supplied by the Personnel Advisory
Board or Employee Relations Officer.

Subpoenas-Issuance: Subpoenas and subpoenas duces tecum shall be
issued only at the direction of the Personnel Advisory Board or at the
direction of the Employee Relations Officer if so Authorized by the
Personnel Advisory Board.

Hearings: The appellant shall appear personally, unless physically unable
to do so, before the Personnel Advisory Board at the time and place of the
hearings. The employee may be represented by any person(s) or
attorney(s) of their choice and may at the hearing, produce on his/her
behalf, relevant oral and/or documentary evidence.
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At the commencement of any such hearing, or at any time prior to the
commencement thereof, the Personnel Advisory Board may, by the
affirmative vote of the majority of its members, specify the order of
procedure for any such hearing. Except as thus otherwise directed, the
order of procedure for any such public hearing shall be as follows:

a. The Department Head or officer having the appointing power shall
be designated the respondent for the purpose of any such hearing.
The respondent shall present testimony or evidence in support of
the statement of charges against the employee, or if no such
statement of charges was issued, then in support of the facts upon
which the suspension, demotion, or removal of the employee was
based. Such evidence may be presented in the form of oral
testimony, written reports, exhibits, affidavits written statements of
the witness, personnel records and reports concerning the
appellant, and by oral testimony of witnesses, including cross-
examination of witnesses. No such written report, exhibit,
affidavits written statement, personnel record or report shall be
deemed inadmissible if the same was made and kept in the regular
course of the business of the department of the appointing power
or made in the course of an investigation in connection with any
disciplinary action taken with respect to the employee, nor shall
any such evidence be deemed inadmissible if it is of the sort upon
which responsible persons are accustomed to rely in the conduct of
serious affairs.

b. The employee by or for whom such hearing was requested shall be
designated the appellant for the purpose of a public hearing. Upon
completion of the respondent’s initial presentation, the appellant
shall be accorded an opportunity to present testimony in answer to
the statement or charges against him/her, or if no statement of
charges was issued, then in’ contradiction of or in explanation of
the facts upon which the suspension, demotion or removal of the
employee was based according to respondents evidence.
Respondent shall have the right to examine and cross-examine
witnesses on all facts material to the issues involved in the hearing.

c. The respondent and appellant may then offer rebuttal evidence
only, unless the Personnel Advisory Board in its discretion permits
additional evidence to be presented.

d. At the conclusion of the hearing, the Personnel Advisory Board
may permit argument to be made in the order specified by the
Personnel Advisory Board.
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e. The conduct and decorum of the hearing shall be under the control
of the Personnel Advisory Board by its Chairman, with due regard
to the rights and privileges of the parties appearing before it.
Hearings need not be conducted according to technical rules
relating to evidence and witnesses except as set forth herein.
Hearings shall not be open unless the appellant, in writing, requests
a closed hearing or if, in the opinion of the Personnel Advisory
Board a closed hearing is necessary to secure all facts in the case.

f. Oral evidence shall be taken only upon oath or affirmation of the
witness.

g. So far as possible, hearings and continuances shall be scheduled
and granted to accommodate as many persons directly interested as
possible, but nevertheless shall be within the absolute discretion of
the Personnel Advisory Board.

Findings and Recommendations: The Personnel Advisory Board shall,
within ten (10) days after the conclusion of the hearing, certify its findings
and decision in writing to the appellant and to the person, officer or body
from whose action the appeal was taken and the Employee Relations
Officer.

The City Manager shall review the findings and recommendations of the
Personnel Advisory Board and may then affirm, revoke or modify the
action taken as, in his/her judgment, seems warranted. The action taken
by the City Manager shall be final.

Any member of the Personnel Advisory Board may submit a minority or
supplemental finding and recommendation. The Personnel Advisory
Board shall reinstate any employee to his/her former status if proof is
made that the action was for reasons of race, color, gender, age, religion,
political affiliation, handicap status, marital status or pregnancy.
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EXHIBIT “B” — RESOLUTION FOR IMPLENTATION OF INTERNAL REVENUE
CODE 414(h)(2) FOR ALL POLICE MANAGEMENT GROUP EMPLOYEES
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RESOLUTION NO. 06-6556

A RESOLUTION OF THE CITY COUNCIL OF
THE CITY OF COVINA, CALIFORNIA, FOR
IMPLEMENTATION OF INTERNAL REVENUE
CODE  414(h)(2) FOR ALL  POLICE
MANAGEMENT GROUP EMPLOYEES

WHEREAS, the City of Covina has the authority to implement the
provisions of section 414(h)(2) of the Internal Revenue Code (IRC); and

WHEREAS, the Board of Administration of the Public Employees’
Retirement System adopted its resolution regarding Section 414(h)(2) IRC on September
18, 1985; and

WHEREAS, the Internal Revenue Service has stated in December
1985, that the implementation of the provisions of Section 414(h)(2) IRC pursuant to the
Resolution of the Board of Administration would satisfy the legal requirements of
Section 414(h)(2) IRC; and

WHEREAS, the City of Covina has determined that even though the
implementation of the provisions of Section 414(h)(2) IRC is not required by law, the tax
benefit offered by Section 414(h)(2) IRC should be provided to certain employees who
are members of the Public Employees Retirement System:

NOW, THEREFORE, BE IT RESOLVED:

Section 1. That the City of Covina will implement the
provisions of Section 414(h)(2) Internal Revenue Code by making employee
contributions pursuant to California Government Code Section 20691 to the Public
Employees’ Retirement System on behalf of certain employees who are members of the
Public Employees’ Retirement System. “Employee contributions” shall mean those
contributions to the Public Employees’ Retirement System, which are deducted from the
salary of certain employees and are credited to individual employee’s accounts pursuant
to California Government Code Section 20691.

Section 2. That the contributions made by the City of Covina
to the Public Employees’ Retirement System, although designated as employee
contributions, are being paid by the City of Covina in lieu of contributions by the
employees who are members of the Public Employees’ Retirement System.

Section 3. That employees shall not have the option of
choosing to receive the contributed amounts directly instead of having them paid by the
City of Covina to the Public Employees’ Retirement System.
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Section 4. That the City of Covina shall pay to the Public
Employees’ Retirement System the contributions designated as employee contributions
from the same source of funds as used in paying salary.

Section 5. That the amount of the contributions designated as
employee contributions and paid by the City of Covina to the Public Employees’
Retirement System on behalf of an employee shall be the entire contribution required of
the employee by the Public Employees® Retirement Law (California Government Code
sections 20000, et seq.).

Section 6. That the contributions designated as employee
contributions made by the City of Covina to the Public Employees’ Retirement System
shall be treated for all purposes, other than taxation, in the same way that contributions
are treated by the Public Employees’ Retirement System.

PASSED, APPROVED AND ADOPTED this 27" day of November
2006.

CITY OF COVINA

Meline D. Juarez, Mayor

ATTEST:

Rosie Fabian, City Clerk

APPROVED AS TO FROM:

Edward W. Lee, City Attorney

I, AMY TURNER, CMC, Chief Deputy City Clerk of the City of
Covina, hereby CERTIFY that Resolution No. 06-6556 was adopted by the Covina City
Council at a regular meeting of the City Council held November 27, 2006, and was
approved and passed by the following vote:
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AYES: Council Members Chadwick, Delach, Stapleton, Mayor Pro Tem King, Mayor
Juarez

NOES: None

ABSTAIN: None

ABSENT: None
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