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Agenda Item: D-2
Date: 03/03/20
THE REGULAR MEETING OF THE BOARD OF DIRECTORS
OF STOCKTON EAST WATER DISTRICT WAS HELD AT THE DISTRICT OFFICE
6767 EAST MAIN STREET, STOCKTON, CA
ON TUESDAY, FEBRUARY 25, 2020 AT 12:00 NOON.
A. PLEDGE OF ALLEGIANCE AND ROLL CALL
President Panizza called the regular meeting to order at 12:28 p.m. and Director Cortopassi led the
Pledge of Allegiance.
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Present at roll call were Directors Atkins, Cortopassi, McGaughey, McGurk and Panizza. Directors
Sanguinetti, Watkins and Manager Moody were attending the ACWA D.C. Conference. Also present
were Assistant Manager Lee, Finance Director Vega, Administrative Services Manager Carido,
Administrative Assistant Curtis and Legal Counsel Harrigfeld.
B. CONSENT CALENDAR (None)
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C. PUBLIC COMMENT
Evan Longstreth, Central San Joaquin Water Conservation District (Central) customer inquired on
the consolidation efforts between both Districts. President Panizza reported the two attorneys are
wordsmithing the necessary documents and the District is waiting on clarification from Central. The
last communication received from Central was that there were some things they would like to discuss.
President Panizza reported he has hopes that the all necessary documentation will be provided to
LAFCo in March.
Mr. Longstreth mentioned that the farmers within Central want to do what they can to ensure the
process moves along as quickly as possible.

Legal Counsel Harrigfeld reported that Legal Counsel Zolezzi prepared a draft petition for
consolidation and it is her understanding that it is with Central’s Legal Counsel for review and
comment.

D. SCHEDULED PRESENTATIONS AND AGENDA ITEMS
1. Minutes 02/18/20 Special Meeting
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A motion was moved and seconded to approve the February 18, 2020 Special Meeting Minutes,
as presented.
Roll Call:
Ayes:
Atkins, Cortopassi, McGaughey, McGurk, Panizza
Nayes: None
Abstain: None
Absent: Sanguinetti, Watkins

2. Warrants – California Public Employees’ Retirement System
A motion was moved and seconded to approve the February 25, 2020 Warrants – California
Public Employees’ Retirement System, as presented.
Roll Call:
Ayes:
Atkins, Cortopassi, McGaughey, McGurk, Panizza
Nayes: None
Abstain: None
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Absent:

Sanguinetti, Watkins

3. Business Consultant Agreements 04/01/20 – 03/31/21
a. Anthony Barkett
Director McGurk inquired if this is the same agreement as typically entered into with new
dates. President Panizza replied yes, for both Consultant agreements.
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A motion was moved and seconded to approve Business Consultant Agreement with Anthony
M. Barkett for a one-year period from April 1, 2020 through March 31, 2021.
Roll Call:
Ayes:
Atkins, Cortopassi, McGaughey, McGurk, Panizza
Nayes:
None
Abstain: None
Absent: Sanguinetti, Watkins

b. Doyce Boesch
Director Atkins inquired if Consultant Boesch is generally used for scheduling meetings for
when the Board and staff go back to Washington, DC. Assistant Manager Lee replied she
believes Consultant Boesch is used for strategic planning for meetings or the like in the
Washington, DC area.
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Director McGurk reported he believes Consultant Boesch is likely more knowledgeable of
things that take place in Washington, DC as he lives there and will hear things that may not
make their way to California.
Legal Counsel Harrigfeld reported last time she was in Washington, DC, Consultant Boesch
was able to setup all meetings for the group while traveling and the meetings were scheduled
with policy makers and entities who are focused on interests of the District; like, the Habitat
Conservation Plan. He is instrumental in scheduling meetings with the proper entities.
A motion was moved and seconded to approve Business Consultant Agreement with Doyce
Boesch for a one-year period from April 1, 2020 through March 31, 2021.
Roll Call:
Ayes:
Atkins, Cortopassi, McGaughey, McGurk, Panizza
Nayes:
None
Abstain: None
Absent: Sanguinetti, Watkins
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F. COMMITTEE REPORTS
1. Eastern San Joaquin Groundwater Authority Ad-Hoc Technical Advisory Committee (TAC)
Meeting, 02/19/20
District Engineer Hopkins attended the February 19, 2020 Eastern San Joaquin Groundwater
Authority Ad-Hoc Technical Advisory Committee (TAC) Meeting. Assistant Manager Lee
reported there was discussion on the roles and purpose of the TAC, which includes; advising the
GWA; reviewing technical work plans and developing compliance for the GSP. The TAC will
also select a technical consultant that will work with the GWA. Assistant Manager Lee reported
there was no consensus of the TAC if this group will keep the GSP projects going or if each GSA
will be responsible for their own projects. They were also lacking consensus on whether this
group reports to the GWA or to the Steering Committee. These items will be discussed at the
next meeting. There was discussion on the models and who is in charge and who can use the
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models. Assistant Manager Lee reported there was discussion on the ET groundwater-pumping
project that the District is assisting the County. The County is looking into a process that uses
satellite data based on crops to see how much water is lost and how much groundwater needs to
be supplemented. There was discussion on the Annual Report Work Plan that is due in April.
Assistant Manager Lee reported that Proposition 68 funding was released and the GWA was only
awarded $350,000 of the $500,000 requested; the Committees are now determining what can be
cut from projects to make up the difference. Director Cortopassi inquired what that satellite will
be used to check. Assistant Manager Lee replied the satellite is another way to collect data to
determine the types of crops are planted and the amount of water used. Director Atkins inquired
if other agencies are required to submit reports to the state. Assistant Manager Lee replied that
groundwater data does not need to be submitted to the state, they just need to quantify based on
scientific matter. Director Atkins suggested contacting the Coalition because they have reports
for irrigated and non-irrigated lands and they should have an answer of what type of water
landowners are using. Assistant Manager Lee replied she will inquire about this at the next TAC
meeting. The next meeting is scheduled for March 11, 2020.
F. REPORT OF GENERAL MANAGER
1. Water Supply Report as of 02/24/20
Assistant Manager Lee provided a handout of the Water Supply Report for information only that
included storage, release, and production data collected from various sources as of midnight last
night.
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There is 153,065 AF in storage at New Hogan Reservoir. Current releases are set at 25 cfs. There
is 1,947,984 AF in storage at New Melones Reservoir. Current release at Goodwin Dam to
Stanislaus River are set at 2,005 cfs and release to all water users are set at 2,045 cfs. The water
treatment plant is currently processing 21 mgd. The City of Stockton is currently processing 13
mgd.
Legal Counsel Harrigfeld reported the United States Bureau of Reclamation held their allocation
call this morning and the District will be receiving 100% of their allotment this year.
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2. Information Items:
Assistant Manager Lee noted items: F2a-1, F2a-2 and F2a-3.
Director McGaughey inquired on F2a-2 asking if we are currently considered as being in a
drought. Assistant Manager Lee replied that it is phrased that we are trending towards a drought.
Legal Counsel Harrigfeld added because of a dry February and dry outlook for March, there
could be an adjustment downward. She does not think that will happen to the District, but could
happen to contractors south of the Delta.
3. Report on General Manager Activities
a. Central Valley Project Water Association – Executive & Financial Affairs Committee,
02/21/20
Finance Director Vega reported on the February 21, 2020 Central Valley Project Water
Association – Executive & Financial Affairs Committee Meeting. Finance Director Vega
reported the Committee reviewed the plan for the coming year and what the Committee would
like to push the USBR to work on. The Committee is interested in the implementation of the
Cost Allocation Study. Steve Pavich, economist for the USBR, is working on
implementation. There was discussion on plans to keep working on the CVPIA obligations
and aging infrastructure. The USBR is working on Standard Operating Procedures focused
on cost recovery for construction costs up to 2030 and treatment of non-permanent contractor
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revenue from those who do not have contracts, but still receive water through the CVP. The
next meeting is scheduled for March 20, 2020.
b. Stockton East Water District Activities Update
Assistant Manager Lee inquired if any Directors are interested in attending the ACWA
Region 4 Shasta Dam Tour on March 26th. Director McGurk replied he is not yet sure if he
will attend.
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G. DIRECTOR REPORTS
Director McGaughey reported the Greater Stockton Chamber of Commerce is hosting their annual
Golf Tournament on April 6th at Stockton Golf and Country Club.

Director McGaughey reported that applications for ACWA’s 2020 spring awards are due March 2nd
and inquired if the District has anything they can submit.
H. COMMUNICATIONS (None)

I. AGENDA PLANNING/UPCOMING EVENTS
1. Association of California Water Agencies – 2020 Annual Washington D.C. Conference,
02/25/20-02/27/20
2. San Joaquin Farm Bureau Federation – Water Committee Meeting, 5:30 p.m., 02/25/20
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3. Annual Ag BBQ At The Lodi Grape Festival Grounds Hosted By F&M Bank, 11:00 a.m.,
03/03/20

J. REPORT OF THE COUNSEL
1. Closed Session - Potential Litigation
Government Code 54956.9 (c) – one case

President Panizza adjourned the meeting to closed session at 1:07 p.m. to discuss closed session
agenda items. The regular meeting reconvened at 1:28 p.m., with no reportable action.

K. ADJOURNMENT
President Panizza adjourned the meeting at 1:29 p.m.
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Respectfully submitted,

Scot A. Moody
Secretary of the Board
tbc
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STOCKTON EAST WATER DISTRICT
EMPLOYEE HANDBOOK
STATEMENT OF PURPOSE
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This Employee Handbook for the administration of the personnel system of the Stockton East
Water District (District) has, as its objectives, the provision of a fair and equitable system of
personnel management in the District, and the provision of efficient and economical services to
the public. It shall supersede all previous handbooks. It is intended to be an overview of the
District’s employment rules and procedures, which ensure equal treatment for those who compete
for original employment and promotion, and defines the obligations, rights, privileges, benefits,
and prohibitions placed upon all District employees. The District has an at-will relationship with
its employees and reserves the right to change or modify this Employee Handbook at any time.
Within the limits of administrative feasibility and legal principles, recognition will be given to the
fact that employees differ and are distinct from one another, and that no two individuals react alike
to performance reviews, rewards and discipline or to motivation and encouragement. For this
reason, considerable latitude will be given to the General Manager in the interpretation of this
Employee Handbook.
RULES AND REGULATIONS
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Section 1.00. General Provisions

1.01. Title. This Employee Handbook will be known, and may be cited, as the “Rules and
Procedures” and may be referred to in this document as the "Manual."
1.02. Administration. Unless otherwise directed by the Board, the General Manager will be
responsible for all personnel matters. The General Manager or their designee may delegate
as many of the day-to-day functions as they deem appropriate.
1.03. Non-Discrimination. The District is committed to a policy of equal employment opportunity
for applicants and employees. Employment decisions will comply with all applicable laws
prohibiting discrimination in employment, including Title VII of the Civil Rights Act of
1964, the Age Discrimination in Employment Act of 1967, the Immigration and Nationality
Act, California’s Fair Employment and Housing Act, and all other applicable State and
Federal laws.
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Furthermore, the District believes that all persons are entitled to equal employment
opportunity and does not unlawfully discriminate against its employees or applicants because
of race, color, religious creed, national origin, ancestry, medical condition, marital status,
age, sex, sexual preference, pregnancy, mental or physical disability or any other legally
protected status. Equal employment opportunity will be extended to all persons in all aspects
of the employer-employee relationship, including recruitment, hiring, upgrading, training,
promotion, transfer, discipline, layoff, recall, and termination.

1.04. Policy Against Harassment. The District is committed to providing a work environment that
is free of discrimination. In keeping with this commitment, the District maintains a strict
policy prohibiting unlawful harassment on the basis of race, color, religious creed, national
1
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origin, ancestry, medical condition, marital status, age, sex, sexual preference, pregnancy,
mental or physical disability or any other legally protected status.
Harassment of an applicant or employee by a supervisor, management employee, or
co-worker on any of the bases listed above or retaliation against anyone making an allegation
of harassment will not be tolerated.
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Disciplinary action up to and including termination will be taken for behavior described as
follows.
Harassment includes, but is not limited to:

A. Verbal Harassment. For example, derogatory or unwanted nicknames, comments,
offensive language or slurs on any of the bases listed above.
B. Physical Harassment. For example, assault, touching, impeding or blocking movement
or any physical interference with normal work or movement when directed at an
individual on any of the bases listed above.

C. Visual Forms of Harassment. For example, derogatory posters, notices, bulletins, memos,
cartoons or drawings on any of the bases listed above.
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D. Sexual Harassment. Unwelcome sexual advances, requests for sexual favors, and any
other verbal or physical conduct of a sexual nature that is conditioned upon an
employment benefit, unreasonably interferes with an individual's work performance, or
creates an offensive or hostile work environment.
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On occasion, a person may not be aware that their behavior is offensive or potentially could
constitute harassment. Any individual (employee or applicant) who believes that they have been
sexually harassed should immediately inform the offender that their behavior is unacceptable and
is to cease. If an employee believes they are the subject of sexual harassment but feels threatened
or has difficulty expressing disapproval to the offender, the employee should seek informal
assistance and counseling from their supervisor. In addition, an individual may seek at their own
expense advice and counseling outside of the District (e.g., employee organizations, private
counseling and community counseling centers). When an individual's efforts to resolve a sexual
harassment complaint informally do not satisfactorily resolve the situation, the individual should
make a complaint (verbal or in writing) of the incident and the name(s) of the individual(s)
involved to the supervisor nearest them in the chain of command who is not involved in the
harassment.
Supervisors will immediately report to the General Manager any incident of harassment that they
witness or are told about. In the event the General Manager is the person of whom the complaint
is made, the supervisor will immediately report any incident of harassment to the Assistant General
Manager or designated committee or representative(s) appointed by the Board.
As soon as practical and within a reasonable amount of time of receiving such a report, the General
Manager or their designee (unless either is the person complained of, in which case the Assistant
General Manager or designated committee or representative(s) appointed by the Board will
2
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substitute for that person) will interview the complainant. The General Manager, Assistant General
Manager or designated committee or representative(s) appointed by the Board will report all
complaints of harassment to the Board of Directors in closed session at the next regular meeting.
If, in the Board's opinion, there are grounds to investigate further, the Board or designated
committee or representatives of the Board will promptly thereafter interview the person of whom
the complaint is made and all other persons who may be considered necessary, such as percipient
witnesses. If in the opinion of the investigators the matter can then be resolved by appropriate
warnings, correction action short of the imposition of discipline, or conciliation between the
parties, they will do so.
The interviews and investigations will be directly related to the harassment issue under
investigation; a record, including a written record or audio recordings, may be kept, and the
General Manager or their designee will maintain a confidential holding file documenting any
investigations made and the resolutions thereof.
If it is inappropriate to resolve the matter by appropriate warnings, corrective action short of the
imposition of discipline or conciliation, and the investigators feel the imposition of discipline is
required, such discipline will be imposed pursuant to the procedures established in this Manual.
In the event the imposition of discipline is required, all rights to representation, hearings, and
appeal granted by this Manual and applicable State or Federal law will be observed.
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All investigations will remain confidential to the extent allowed by law. At no time will
information concerning a complaint be released to anyone not involved with the investigation
except that the General Manager will report to the Board of Directors in closed session the fact of,
and the resolution of, any such investigation if allowed to do so pursuant to Government Code
Section 54957, and the investigators may consult with legal counsel as necessary. Such reports as
may be required by the Government Code will be made. The purpose of this provision is to protect
the confidentiality of the employees, to encourage the reporting of incidents of harassment, and to
protect the reputation of any person wrongfully charged with harassment.
The making of a knowingly false complaint of harassment will be grounds for discipline.
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Harassment as described above violates Title VII of the Civil Rights Act of 1964, the California
Government Code, and regulations of the Equal Employment Opportunity Commission and the
California Department of Fair Employment and Housing. It is the right of any employee to file a
charge of discrimination or harassment directly with the California’s Department of Fair
Employment and Housing and the Federal Equal Employment Opportunity Commission.
Violation of this policy against harassment may constitute cause for discipline, up to and including
termination.
1.05. Immigration Law Compliance. The District is committed to full compliance with the Federal
Immigration laws. These laws require that all individuals pass an employment verification
procedure before they are permitted to work. This procedure has been established by law,
and requires that every individual provide satisfactory evidence of their identity and legal
authority to work in the United States no later than three (3) business days after they begin
work. Accordingly, all newly hired employees must comply with this procedure.
3
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1.06. Age Requirements. The minimum age requirement for regular employment by the District is
eighteen (18) years of age. The District is governed by the proscriptions in the Amendments
to the Age Discrimination Employment Act of 1975 ("ADEA"). (Refer to Government Code
Sections 11135 and 12941, E.O. 11141).
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1.07. Fair Employment Practices. Any technique or procedure used in recruitment and selection of
employees will be designed to measure only the job related qualifications of applicants. No
questions in any tests, or in any application forms, or by any Department Manager will be so
framed as to attempt to elicit information concerning race, color, religious creed, national
origin, ancestry, medical condition, marital status, age, sex, sexual preference, pregnancy,
mental or physical disability or any other legally protected status. Nothing herein contained
will be construed to preclude the execution of loyalty oaths if permitted by law. (Refer to
FEHA, ADEA, Title VI, Title VII, E.O. 11135, 11246, Equal Pay Act, L.C. 1197.5,
Rehabilitation Act, Veterans' Act, Labor Code 1101-1105).
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1.08. Dissemination of the Employee Handbook. Copies of this Employee Handbook will be
provided to all employees. Copies will be on file in the Administration Department and in
each Department Manager's office. Where additional Departmental rules and procedures are
in force, copies of such rules and procedures will also be available to employees of that
department. Employees will be required to sign an Acknowledgement of Receipt of
Employee Handbook.

1.09. District Rights. The General Manager or their designee may authorize, and have the
exclusive right in accordance with applicable laws and regulations to take, certain actions,
including, but not limited to, the following:
A. Directing of employees in the performance of their duties.
B. Hiring, promoting, transferring, classifying and assigning employees.
C. Disciplining or dismissing employees.

D. Determining and effectuating methods of implementing Board Policy.
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1.10. Delegation of Powers by the General Manager. The General Manager, in their discretion,
may delegate any of their authority set forth in these rules and procedures as they may deem
appropriate and necessary.
1.11. Employee Organizations. Employees of the District will 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 District
also will have the right to refuse to join or participate in the activities of employees
organizations and will have the right to represent themselves individually in their
employment relations with the District. No employee will be interfered with, intimidated,
restrained, coerced, or discriminated against by the District or by any employee organization
because of their exercise of these rights.
4
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In the event provisions of these Rules and Regulations contradict those included in a
Memorandum of Understanding accepted by the Board of Directors and in effect between
the District and formally recognized employee organizations, the terms of the Memorandum
of Understanding will prevail.

FT

1.12. The Merit Principle. The personnel system of the District will be based on the merit principle.
That is, appointments and promotions of all employees and officers of the District will be
based on merit and fitness; that is, knowledge, experience, and ability.
Annual written evaluations of performance will be conducted and will provide the basis for
compensation adjustments or position changes. The annual written evaluation will be
presented to the employee and reviewed with the employee by their supervisor, and the
employee will acknowledge receipt of the written evaluation on a copy of the evaluation,
which acknowledged copy will be placed in the employee's personnel file. Employees who
disagree with said evaluation will be given five (5) working days to respond in writing stating
the reasons for disagreement. Said response may be reviewed with the employee, their
supervisor, and the General Manager. The written response will become a permanent part of
the employee's personnel file. At the discretion of the General Manager, more frequent
evaluations may be conducted.
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1.13. Definitions. Basic terminology used in the District's personnel system is defined and
discussed directly below and in the following Sections:
A. Employee. A person legally employed to perform the work of a position.
B. Position. Any office of employment, whether occupied or vacant, representing a group
of duties and responsibilities assigned to one person.

C. Anniversary Date. Anniversary Date means the date an employee is first employed in an
appointed position with the District.
D. Appointment Date. Appointment Date means the date an employee receives a promotion
or merit increase and the annual evaluation appraisal reoccurrence thereof.

D

E. Class(es) of Positions. A group of positions having duties and responsibilities sufficiently
similar that the same title, examples of duties, requirements, and salary range may be
applied.
F. Class Specification. The official description of a class of positions, specifying the title,
duties, responsibilities and qualification requirements of the positions included in the
class.
G. Job Description. A description of the general duties of a particular position.

1.14. Classification Plan. The General Manager or their designee will ascertain the duties and
typical duties and responsibilities of positions in each class and responsibilities of all
positions in the classified service, and will recommend a classification plan for such
5
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positions. The classification plan will consist of classes of positions defined by class
specifications, including title, a description of typical duties and responsibilities of positions
in each class, and a statement of training, experience, and other qualifications to be required
of applicants for positions in each class.

FT

The classification plan will be developed and maintained so all positions substantially similar
with respect to duties, responsibilities, authority, and character of work are included within
the same class, and the same schedules of compensation may be made to apply with equity
under like working conditions to all positions in the same class.
The plan will be subject to the approval of the Board. After it has been adopted, it may be
amended or revised from time to time by the Board, upon recommendation by the General
Manager.
1.15. Pay Plan.

A. Introduction. The basic pay plan will consist of a series of salary ranges of five (5) payfor-performance steps. All regular classes of employment will be assigned to one of the
salary ranges of the pay plan by a classification plan, approved from time to time, by the
Board. Temporary employees may be employed, as deemed necessary, at hourly rates
established by the General Manager.
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B. Salary Range. Advancement within the five (5) steps of the salary range will be
interpreted and applied as follows:

1) The first step is the minimum rate and will normally be the hiring rate for the class.
In cases where it is difficult to secure qualified personnel, or if a person of unusual
qualifications is engaged, the General Manager may authorize hiring above the first
step.
2) The second step is an increase granted after one (1) year of continuous, satisfactory
service.

D

3) The third step is an incentive appointment and represents the middle value or the
salary range at which a fully qualified, experienced, and ordinarily conscientious
employee may be expected to be paid after a reasonable period of satisfactory service.
An employee may be advanced to the third step after completion of a year or more of
continuous, satisfactory service at the second step.
4) The fourth step is reserved to reward employees whose work is above average for
their class. An employee may be advanced to the fourth step after the completion of
a year or more of continuous, above average service at the third step.
5) The fifth step is reserved as a reward for outstanding service. An employee may be
advanced to the fifth step after completion of a year or more of continuous,
outstanding service at the fourth step.
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C. Effective Date of Appointment. Appointment to steps two, three, four and five will be
considered and, when recommended, granted upon the employee's appointment date,
upon approval of the General Manager.

FT

D. Special Merit Appointment. The General Manager, in their sole discretion, may authorize
appointment of an employee to any of the last four steps earlier than the employee would
normally be eligible by virtue or length of service. Such action is reserved for very
exceptional cases, and will be approved only after being carefully analyzed. Subsequent
increases shall be considered annually thereafter.
E. Computation of Compensation Rates. The biweekly rate of compensation will be
determined by multiplying the monthly rate by 12 and dividing the product by 26.
Multiplying the monthly rate by 12 and dividing the product by 2080 will determine the
hourly rate of compensation.
F. Pay Day. District employees will be paid every other Friday for an eighty (80) hour,
biweekly pay period. If the payday falls on a holiday, salaries are paid on the preceding
business day which is not a holiday, when feasible. Deductions on the salary paycheck
are made for those payments, such as State and Federal income tax, authorized by law.
Voluntary deductions may be made for other payments requested by the employee and
approved by the Board, if such deductions are requested in writing.
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G. Personnel Working Above Classification. Assignment of personnel to work above
classification is subject to approval by the General Manager. Personnel working above
classification shall be compensated in accordance with the following:
1) A department head may temporarily assign any Regular Employee to perform duties
normally assigned to a classification with a higher salary.
2) An employee assigned to work above their classification will be compensated
beginning the first (1st) day of such assignment at a rate of pay which is five percent
(5%) higher than the employee’s current base salary, provided that such
compensation is not higher than Step 5 of the salary assigned to the higher
classification.

D

3) If a five percent (5%) increase is higher than Step 5 of the higher classification, the
employee shall be paid at a rate equal to Step 5 of the higher classification.
4) Employees who are being paid for working in a higher classification are not eligible
for merit increases in the higher classification.
5) Whenever an employee receives a merit increase in the employee’s regular
classification while working in the higher classification or the employee’s regular
salary is otherwise increased or decreased, the employee’s pay for working above
classification shall be adjusted so that the employee continues to be compensated at
a rate which is five percent (5%) higher than employee’s base salary or at a rate equal
to Step 5 of the higher classification, whichever is less.
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H. Special Compensation for Performing District Diving Duties. Additional compensation
will be paid over the Diver’s regular pay for performing District diving duties in
accordance with the current Memorandum of Understanding (MOU).

FT

I. Class A and B Driver’s License. Employees driving District vehicles within the ordinary
course of their employment with the District, and in possession of a valid California
Department of Motor Vehicle Class A or B Driver’s License, will receive a one-time
increase in salary in accordance with the current MOU. Certain reasonable expenses
incurred to obtain Class A and B Driver’s Licenses will be paid by the District with the
approval of the General Manager.

J. Cost-of-Living Salary Adjustment. Regular Employees will receive a Cost-of-Living
salary adjustment on April 1 of each year based on 80% of the net change of the
Consumer Price Index for Urban Wage Earners and Clerical Workers United States City
Average (CPI-W) for the twelve month period concluding with January index of each
preceding year and in accordance with the MOU. The salary increase shall be a minimum
of two and one half percent (2.5%) but not to exceed six percent (6%).
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For those years in which a salary survey is conducted, a Cost-of-Living adjustment will
not occur on April 1 of the first year after the survey is conducted because salary
adjustments will be made in accordance with the data and recommendation(s) from the
Consultant.
Salary range(s) exceeding 5% will not be eligible to receive Cost-of-Living increases
until the next Salary Survey is conducted.
Salary range(s) exceeding 2.5% will not be eligible to receive Cost-of-Living increase
for ~ 1 year following the salary survey.

1.16. Salary Survey. A comprehensive salary survey will be conducted by a Consulting Firm every
three (3) years in order to maintain equitable pay ranges for the various job classifications.
At the discretion of the Board of Directors, the Consulting Firm will be selected to conduct
a Salary Survey and the decision of selection will be shared with the employee
representatives.

D

The salary survey will be conducted by the Consulting Firm and will usually be completed
by the end of January of each survey year so that the Board at a regularly scheduled meeting
no later than March may take action. A list of agencies will be developed for comparison of
salaries as applicable. Said agencies, to the extent feasible, will perform activities similar to
those of the District. Job descriptions will be used, in said salary survey, to establish the
relative relationship of positions within a particular class of positions. An "industry standard"
position is generally defined as a job title/job descriptions that is common to a number of
agencies performing like functions, and which provides a uniform basis for salary
comparison. Job titles such as Accountant, Clerk, Maintenance Mechanic, Operator, etc., are
generally considered to be industry standard positions. Positions that are unique to the
District or to a few agencies will be assigned to appropriate industry standard positions for
salary administration purposes.
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1.17. Driving Record. The following policy will be applicable to each District employee.
The purpose of establishing a written Driver Record Review Policy is to minimize the
District’s exposure to vehicle losses and to maintain vehicle insurance at the lowest cost.
This policy applies to all employees, volunteers and directors who drive on District business.

FT

The District shall obtain Department of Motor Vehicles driving records of all employees
authorized to operate vehicles (District or private) on District Business. The District shall
obtain a copy of each authorized employee’s driving record as soon as possible after date of
hire, every one (1) year thereafter and immediately in the event of new activity (moving
violation, accident, etc.).
A District employee who drives their private vehicle for District business must provide
District Proof of Insurance. Such employees must keep such Proof of Insurance current and
maintain on file with the District a current Proof of Insurance at all times. The Proof of
Insurance shall be placed in the employee’s personnel file.

The District shall be responsible for ordering and interpreting all driving records. A copy
shall be kept in the employee’s personnel file.

RA

If your duties require driving a vehicle, you must maintain a driving record that will not cause
the District’s insurance rate to be increased or for you to become uninsurable. Any such
actions could lead to disciplinary action up to and including termination.
1.18. Employment of Relatives. Relatives of present employees may be hired by the District only
if (i) the individuals will not work in a direct supervisory relationship; (ii) the present
employee is not in a position classified as "confidential"; and (iii) the employment will not
pose difficulties for supervision, safety, security or morale. "Relatives" are defined to include
spouses, children, sisters, brothers, mothers or fathers, grandparents, domestic partner or
children-in-law, sisters-in-law, mothers-in-law, brothers-in-law or fathers-in-law.

D

In the event that a change in status occurs (as by marriage, promotion, job assignment,
demotion, adoption) with respect to present employees, then the present employees will be
permitted to continue employment with the District only if the employees do not work in a
direct supervisory relationship with one another, neither is in a "confidential" position, and
the relationship does not pose difficulties for supervision, security, safety or morale. If
employees whose status changes do work in a direct supervisory relationship with one
another, or one is in a confidential position, or the relationship poses difficulties for
supervisors, safety, security or morale, then the District will attempt to reassign one of the
employees to another position for which they are qualified, if such a position is available. If
no such position is available, then one of the employees will be required to leave the District
employment. The decision as to which employee will leave is left solely to the affected
employees.

1.19. Electronic Communications Policy. The District uses various forms of electronic
communication systems including, but not limited to computers, email, facsimile machines,
text messages, internet, etc. (“Electronic Communication Systems”). The District’s
Electronic Communication Systems may be used by employees subject to the following:
9
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A. All Electronic Communication Systems are District property and the District retains the
right to inspect such systems at any time.
B. All Electronic Communication Systems are intended for official District business only.
Minimal personal use of the District’s Electronic Communication Systems is permitted
so long as it does not interfere with timely and proper job performance.

FT

C. The Electronic Communication Systems are not to be used in any way that may be
disruptive, offensive to others, harmful to morale or may reflect negatively on the District
or its employees. For example, there is to be no display or transmission of sexuallyexplicit images, messages, or cartoons, or any transmissions or use of e-mail
communications that contain ethnic slurs, racial epithets, or anything that may be
construed as harassment or disparagement of others based on their race, national origin,
sex, sexual orientation, age, disability or religious or political beliefs.
D. Employees should consider all transmissions and communications sent or received using
the District’s Electronic Communication Systems, including those sent for District
purposes using a personal email, cell phone, or text messaging account, to be nonconfidential and of a permanent nature, such that the District will be able to retrieve and
read or view them at a later time.
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E. The District monitors its Electronic Communication Systems periodically to ensure its
equipment is being used for business purposes. Security features, including passwords
and message-delete functions, do not neutralize the District’s ability to access any
message at any time. Employees must be aware that the possibility of such access always
exists. As a result, Employees do not have a right of privacy in the communications,
information, material, or images contained in or transmitted using any District Electronic
Communication System.

Violation of this electronics communication policy may result in disciplinary action, up to
and including termination.

D

1.20. Telephone Policy. Employees are requested to keep all personal telephone calls to a
minimum. Friends and relatives should be discouraged from calling during working hours
unless there is an emergency. Under no circumstances should an employee make or charge
a long distance call to the District unless it is work-related, or the employee has permission
from the General Manager, which includes arrangements for repayment to the District for
any such costs.
1.21. Wireless Phone Policy. The use of District issued or personal wireless telephones while
operating a District vehicle will be permitted only while the employee is using a “handsfree” device. This policy is intended to comply with Vehicle Code (VC) §23123, prohibiting
all drivers from using a handheld wireless telephone while operating a motor vehicle. If no
“hands-free” device is available, employees must safely park the District vehicle before using
any District issued or personal wireless telephone.
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The District will provide “hands-free” devices to all employees issued a District wireless
telephone for conducting District business. The employee may elect to provide their own
“hands-free” device, upon approval of the District. The District will reimburse the employee
for the device up to the amount of the current District provided device. To receive the
reimbursement the employee must submit an invoice for the device with a request for
reimbursement.

FT

1.22. Safety Policy. Every employee is responsible for safety. To achieve our goal of providing a
completely safe work place, everyone must be safety-conscious. Employees must report any
unsafe or hazardous condition directly to the employee’s supervisor immediately. Every
effort will be made to remedy problems as quickly as possible.
In case of an accident involving a personal injury that is work-related, regardless of how
serious, notify the employee’s supervisor and the employee performing the Risk
Management function immediately. Failure to report accidents can result in a violation of
legal requirements, and can lead to difficulties in processing insurance and benefit claims.

If an employee is injured on the job, they may be entitled to benefits under the Worker's
Compensation laws. The District carries Worker's Compensation insurance and will assist
employees to obtain all benefits to which the employee is legally entitled. See Section 3.04.
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1.23. Uniform & Dress Code Policy. Employees are to comply with the District’s current Uniform
& Dress Code Policy.
1.24. Personnel Records. The District will maintain a personnel file for each employee, showing
their name, title, department, salary, changes in employment status, leave record, and other
pertinent information. Personnel files will also be maintained for each employee, to include,
but not limited to, the Employment Application, copies of personnel actions, accident reports,
training courses completed, commendations, reprimands and other pertinent documents.
All personnel records, including Applications, examination papers, eligible lists, etc., will be
considered confidential and will be made available only to the employee or to a department
concerned, as California law provides.
All employees, including those on leave of absence, must keep the Administration
Department informed as to their current home address at all times.

D

Section 2.00. Personnel Procedure.
2.01. Recruitment and Hiring.

A. Vacancy Announcements. Applications for vacant positions will be solicited by public
announcements posted in a manner and at locations determined by the General Manager,
and will specify the title and pay range of the class to which the position belongs, the
nature of the work to be performed, minimum and desirable qualifications,
date/time/manner of making applications, closing date for receiving applications,
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examination required, and other pertinent information. Other announcements, with or
without the foregoing information, may also be made for recruitment purposes.
B. Examination. Examinations may consist of written, oral or performance tests or any
combination thereof (physical tests, medical tests and investigations and evaluations of
training, experience, services and character may be made a part of any examination). All
examinations will be arranged for by the General Manager or their designee. Two general
types of examinations are:

FT

1) Open Examination. An examination open to any person, employee, or non-employee
who meets the minimum qualifications for the classification.
2) Promotional Examination. An examination open only to present District employees
with Regular Employee status.

C. Temporary Employment. Notwithstanding the regular recruitment and hiring procedures,
the General Manager or their designee is authorized to use simplified recruitment and
hiring procedures as they deem appropriate in the case of temporary or emergency
employment.

RA

D. Appointment. When a person has been offered and has accepted a job, their hiring is
referred to as an "appointment" to the position. All original and promotional
appointments will be tentative and subject to an introductory period of six (6) months.
E. Drug/Alcohol Test. A pre-employment drug/alcohol test may be required. Refer to
Section 2.05 H.

2.02. Orientation and Training.

A. Orientation of New Employees. Each new employee will be provided with a copy of this
Manual. After the employee's review of the document, the employee will attend an
orientation session with the General Manager or their designee. At that time, the latter
will answer questions raised by the employee and will discuss the general operation of
the District and the employee's role in making the District an efficient and effective
operation. The General Manager or their designee will note in the employee's personnel
file that the orientation meeting has been conducted.

D

B. Training. The General Manager or their designee may develop, or cause to be developed,
in-service training programs for employees. Required training and training programs will
be for the purpose of improving an employee's efficiency and effectiveness on the job
and/or for assistance in preparing an employee for greater responsibilities in positions of
a higher class.
Training programs within the District may be organized formally or informally or
conducted formally or informally, and may be provided during the employee's
introductory period or at some later period of employment. A record of the employee's
progress during the training period or upon completion of training will be placed in the
employee's personnel file.
12
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Organized instruction courses offered by public or private educational institutions, or
other professional organizations, may be considered appropriate training programs for
Regular Employees if approved in writing by the General Manager. Generally, this
instruction will be limited to short courses, conferences, workshops and seminars.

FT

When approved training courses or other training programs have been completed by the
employee, it will be their responsibility to file evidence of completion with the General
Manager. Such evidence of completion will be made a part of the employee's personnel
record.

Participation in, and successful completion of, training courses or programs will be
considered in making appointments and promotions.
2.03. Employment Status. Status refers to the condition of an employee's appointment, such as
introductory, regular, temporary or provisional.

A. Introductory Period. Newly hired employees at the District will serve an introductory
period of six (6) months. Reinstated employees may also be required to serve an
introductory period.

RA

During this period, Supervisors and the General Manager will have the opportunity to
observe and appraise the conduct, performance, attitude, adaptability and job knowledge
of the employee to determine whether the employee is fully qualified for regular status.
Introductory employees may be terminated at any time, with or without notice and with
or without cause (Refer to Section 2.05(E).

At the end of the introductory period, the employee’s performance will be evaluated.
Satisfactory completion of the introductory period does not alter the at-will character of
the employment relationship with the District.
Employees will accrue vacation and sick leave benefits at the normal rate during the
introductory period. However, use of accrued vacation time during the introductory
period is subject to approval by the General Manager.

D

B. Regular Appointment. A regular appointment is an appointment from open or
promotional examination to a budgeted position. An employee holding a regular
appointment does not have regular status, however, until the employee has successfully
completed their introductory period. A Regular Employee is an employee who has
satisfactorily completed their introductory period and has been assigned to a budgeted
position. Regular Employees may be terminated at any time, with or without notice and
with or without cause (Refer to Section 2.05(E).
C. Temporary Appointment. A temporary appointment is an appointment made to a job of
limited duration (may be either full-time or part-time). Temporary Employees may be
terminated at any time, with or without notice and with or without cause (Refer to
Section 2.05(E).
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D. Reinstatement. This is the reappointment, without examination, of an employee who has
resigned in good standing. The employee may be reinstated to the same class (or a lower
class) provided there is a vacancy and with approval from the General Manager.
E. Transfer. Regular status employees may transfer to vacancies in the same class in other
areas of service within the District upon approval of the General Manager.

FT

F. Promotion. The appointment of a regular employee to a vacant position in a higher class,
or from one class to a higher class in the same position – upon having successfully passed
the qualifying examination.
G. Demotion. In the event of a necessary reduction in personnel due to lack of work or funds,
or upon the employee's request, or in the case of an employee's inability to perform the
required duties, or for disciplinary purposes, a Regular Employee may be demoted from
a position in one class to a position in a lower class. No employee will be demoted,
however, to a class for which he does not possess the minimum qualifications.

H. Suspension. Any employee may be given an enforced leave of absence without pay at
any time for disciplinary purposes or for other just cause. The suspension period will not
exceed thirty (30) days for any one cause.
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2.04. Separation from Service.

A. Layoff. The District is an at-will employer. Without limiting that, an employee may be
terminated, without fault on their part, in the event of the elimination of their position or
if a shortage of work or funds requires a reduction in personnel. Layoffs as needed will
typically be made in order of seniority, so long as skills benefiting the District will not
be jeopardized and an employee whose job is being eliminated may elect to displace an
employee in a lower classification if the employee possesses the qualifications and
greater seniority than an employee in the lower classification subject to the General
Manager’s approval. Regular Employees will receive notice of layoff two (2) weeks prior
to the effective date. Should the position be reinstated or a new position created requiring
substantially the same duties within one (1) year, a Regular Employee laid off may be
appointed.

D

B. Voluntary Termination. Voluntary termination occurs when an employee voluntarily
resigns their employment with the District or fails to report to work for three consecutive
days without notice to, or approval by, their supervisor. An employee can voluntarily
resign their employment with the District at any time, but is requested to provide the
District with a letter of resignation two (2) weeks before the termination date.
C. Termination. As a District employee, an employee has the status of an “at-will
employee.” This means that both the employee and the District have the right to terminate
your employment at any time, with or without advance notice, and with or without cause.
No one at the District, with the exception of the Board of Directors, has the authority to
alter this arrangement, to enter into an agreement for employment for a specified period
of time, or to make any agreement contrary to this policy, and any such agreement is void
and invalid.
14
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D. Return of District Property. All District property must be returned prior to an employee’s
termination from service. District property includes, but is not limited to, laptops, cell
phones, uniforms, equipment, keys, reports, proprietary information and any other job
related materials.
2.05. Rules of Conduct.

FT

A. Discipline Policy. District employees are to observe certain standards of job performance
and good conduct, which are described in this Section. When job performance or conduct
does not meet the District’s standards, the District will endeavor, when in its sole
discretion it deems appropriate, to provide employees with a reasonable opportunity to
correct the deficiency. Only exempt personnel are authorized to conduct disciplinary
actions. If, however, the employee fails to make the correction, the employee will be
subject to discipline, up to and including termination.
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The rules set forth below are intended to provide employees with fair notice of what is
expected of them. It is not possible, however, to provide an exhaustive list of all types of
impermissible conduct and performance. Therefore, employees should be aware that
conduct not specifically listed below but which adversely affects or is otherwise
detrimental to the interest of the District, other employees, or the public, may result in
disciplinary action, up to and including termination.

Nothing in this policy alters the at-will nature of employment with the District.
Employee or District may terminate the employment relationship at any time with or
without cause and with or without notice. The District reserves its right to terminate any
employment relationship without resort to the disciplinary procedures described below.

B. Job Performance. Employees may be subject to discipline, up to and including
termination, for poor job performance, and including but not limited to the following:
1) Unsatisfactory work quality or quantity;

2) Excessive absenteeism, tardiness or abuse of break and lunch privileges;

D

3) Negligence which causes or threatens to cause damage to the District or public
property;
4) Failure to follow instructions or District procedures
5) Failure to follow safety rules or regulations.

C. Misconduct. Employees may be subject to discipline, up to and including termination,
for misconduct, including but not limited to the following:
1)

Insubordination, including improper conduct toward a supervisor or failure or
refusal properly to perform tasks assigned by a supervisor;
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Dishonesty, including falsifying or making a material omission on an employment
application or any other District record;

3)

Theft, including unauthorized removal or possession of property, records, or other
material from the District or belonging to co-workers, or anyone on District
property;

4)

Discourtesy, including engaging in rude or discourteous conduct toward coworkers, supervisors, members of management, or members of the public.

5)

Misusing or destroying District property or the property of another on District
premises;

6)

Violating conflict-of-interest rules;

7)

Falsifying or altering District records, including falsifying or altering any
timekeeping record, removing any District record from a designated area without
proper authorization or destroying any District records;

8)

Interfering with the work performance of others;

9)

Altercations, including fighting on District property;

RA
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2)

10) Sexual harassment, or any other unlawful harassment of another employee;
11) Possession, distribution, sale, use or being under the influence of alcohol or illegal
drugs on District property, on duty, or while operating a vehicle or potentially
dangerous equipment leased or owned by District;
12) Gambling on District premises or while conducting District business;
13) Conviction of a felony or of a misdemeanor that is of such a nature as to adversely
affect the employee’s ability to perform the duties and responsibilities of their
position, in the District’s discretion. A conviction is complete on the date the court
imposes judgment and includes a plea of guilty or a plea of nolo contendere;

D

14) Repeated garnishment of wages due to non-payment of legally acquired debts;
15) Leaving the job without authorization, or sleeping on the job;
16) Violating safety or health rules or practices or engaging in conduct that creates a
safety or health hazard;
17) Bringing on District property dangerous or unauthorized materials, such as a
firearm or other dangerous weapon, or possession of dangerous or unauthorized
materials while conducting District business;
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18) Being convicted of a crime that indicates unfitness for the job or raises a threat to
the safety or well-being of the District, its employees, property or members of the
public; or
19) Violation of any provision set forth in the Employee Handbook.
D. Attendance. In addition to the general rules stated above, employees may be subject to
discipline, up to and including termination, for any of the following:
Use of sick leave in a manner inconsistent with this Employee Handbook;

2)

Failing to report to work on time, failing to comply with the time limits for rest and
lunch periods, unauthorized overtime, and leaving work early without obtaining
proper approval to leave work early; and

3)

Failing to properly notify a supervisor in a timely manner in advance of anticipated
tardiness or absence;

FT

1)

RA

E. Termination Procedure. Termination for unsatisfactory performance or misconduct may
(or may not) be preceded by an oral or written warning and/or suspension. The District
reserves the right to proceed directly to termination for misconduct or a performance
deficiency without resort to any prior disciplinary steps, when the District in its sole
discretion deems such action appropriate. There is no internal District right of review of
a decision to terminate, either through the grievance process or otherwise.
F. Anti-Fraud Policy. The District and its employees must, at all times, comply with all
applicable laws and regulations. Employees uncertain about the application or
interpretation of any legal requirements should refer the matter to their supervisor.

The District expects its employees to conduct themselves in a businesslike manner and
perform their duties conscientiously, honestly, and in accordance with the best interests
of the District. Employees are expected to take great care when working with District
suppliers, contracted parties and members of the public. Employees must respect the
confidentiality of information acquired in the course of their work. Any employee who
believes that a course of action may involve a conflict of interest, fraud and/or dishonesty
should immediately communicate all facts to their supervisor or the General Manager.

D

G. Workplace Violence Policy. The safety and security of employees is very important to
the District. Threats, threatening behavior, acts of violence or any related conduct which
disrupts another’s work performance or the District’s ability to execute its daily business
will not be tolerated.
Any person who makes threats, exhibits threatening behavior, or engages in violent acts on
District property may be removed from the premises pending the outcome of an
investigation. Threats, threatening behavior or other acts of violence off District property,
but directed at District employees, or the public while conducting business for the District,
is a violation of this policy.
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Improper off-site threats include but are not limited to threats made via telephone, fax,
electronic or conventional mail, text message or any other communication medium.
Violations of this policy will lead to disciplinary action and may include dismissal, arrest,
and prosecution. In addition, if the source of such inappropriate behavior is a member of the
public, the response may also include barring the person(s) from District property,
termination of business relationships with that individual and/or prosecution of the
person(s).

FT

Employees are responsible for notifying the General Manager or any other supervisors of
any threats which they have witnessed or received, or have been told that another person
has witnessed or received. Employees should also report any behavior they have witnessed
which they regard as threatening or violent when that behavior is job related or might be
carried out on District property or in connection with employment.

Each employee who receives a protective or restraining order that lists District premises as
a protected area is required immediately to provide the General Manager with a copy of
such order.

RA

H. Drug & Alcohol Free Workplace. The District recognizes that behavior resulting from
the use of alcohol and/or drugs may detrimentally affect the safety and work performance
of its work force and can present a risk to the health and welfare of its employees and
members. In recognition of the District’s responsibility to maintain a safe work
environment and your responsibility to perform safely, the District will act to eliminate
any substance abuse, which increases the risk of injuries, accidents or substandard
performance. The District’s Substance Abuse Policy is described in more detail below.

Drug and Alcohol General Policy. The District has a significant interest in ensuring
the health and safety of its employees as well as an obligation to ensure that its
employees do not present a safety risk to each other or the general public.
Substance abuse can affect job performance and employee and public safety. For
these reasons, the District will be firm in identifying and disciplining those
employees who do not voluntarily seek assistance and who continue to abuse
alcohol or use controlled substances in violation of the following:
a. No District employee who is on duty or on standby for duty will:
i. Use, possess, or be under the influence of illegal or unauthorized drugs or other
illegal mind-altering substances; or

D

1)

ii. Use or be under the influence of alcohol to any extent that would impede the
employee’s ability to perform his/her duties safely and effectively.

b. No employee will perform duties that, because of drugs taken under a legal
prescription, cannot be performed without posing a threat to the health or safety
of the employee or others. This includes medications that may impair the
employee’s ability to operate machinery or motor vehicles.
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2) Applicability.

FT

c. An employee will be subject to drug and alcohol testing when there is
reasonable suspicion that the employee has violated the rules expressed in
Sections 1 and/or 2. “Reasonable suspicion” includes a suspicion that is based
on personal observations such as an employee’s manner, disposition, muscular
movement, appearance, behavior, speech, or breath odor; on information
provided to management by an employee, by law enforcement officials, by a
security service, or by other persons believed to be reliable; or on other
surrounding circumstances. Where an employee has already been found in
violation of Sections 1 and/or 2, the employee will be required to submit to
periodic drug and/or alcohol testing as a condition of remaining in or returning
to District employment.

a. Safety Sensitive/Non-Safety Sensitive Employees. This policy applies to all
employees when they are on District property or when performing any Districtrelated business. It also applies to employees operating any District vehicles or
equipment. It also applies to off-site lunch periods and breaks when an
employee is scheduled to return to work.

RA

For the purpose of this program, the District has two categories of employees:
safety-sensitive and non-safety-sensitive. A safety-sensitive position is defined as
any position requiring the use of a commercial drivers’ license (i.e. Class A & B
licenses). A safety-sensitive employee is considered to be performing a safetysensitive function during any period in which that employee is actually
performing, ready to perform, or immediately available to perform any safetysensitive function. Safety-sensitive employees are subject to pre-employment,
reasonable suspicion, random, post-accident, return-to-duty, and follow-up drug
and/or alcohol testing.
Non-safety-sensitive employees are subject to pre-employment, reasonable
suspicion, post-accident, return-to-duty, and follow-up drug and/or alcohol
testing.

D

b. Class A/Class B Licensed Drivers. Certain positions which require the use of a
“Class A” or “Class B” commercial driver’s license are subject to special
procedures mandated by the Federal Government, including Rules enacted by the
Department of Transportation.

3) Use, Sale, or Possession of Drugs or Alcohol.
a. Illegal Drugs or Alcohol. The manufacture, possession, distribution, sale, use, or
purchase of an illegal drug or of alcohol by any employee, or being under the
influence of an illegal drug or alcohol while on District premises or while
performing District business is prohibited. “Under the influence” is defined as
any measurable amount of drugs or alcohol present in an employee.
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b. Legal Drugs (Prescription and Over-the-Counter). Using or being under the
influence of any legally obtained drug while performing District business or while
on District premises is prohibited to the extent that such use or influence affects
job safety or efficiency. The use of any substance which carries a warning label
that indicates that mental functioning, motor skills, or judgment may be adversely
affected should be reported to a supervisor. An employee may continue to work,
even though under the influence of a legal substance, if the District’s General
Manager or their designee has determined, after consulting with a competent
medical authority, that the employee does not pose a threat to their own safety or
that of their co-workers and that the employee’s job performance is not
significantly affected by the legal drug. Otherwise, the employee may be
reassigned to an alternative position, if available, or be required to take a leave of
absence or comply with other appropriate action as determined by the District.
4) Prohibited Substances. Prohibited substances addressed by this policy include the
following:
a. Controlled substances (drugs) that include, but are not limited to, marijuana,
amphetamines, opiates, phencyclidine (PCP), and cocaine; and

RA

b. Alcohol, which is defined as the intoxicating agent in beverage alcohol, ethyl
alcohol, or other low molecular weight alcohol, including methyl and isopropyl
alcohol.

5) Testing for Drugs or Alcohol.

D

a. Employees subject to testing under this policy will be referred to an independent
National Institute on Drug Abuse (“NIDA”) certified medical clinic or laboratory,
which will administer the test. The District will pay the cost of the test and
reasonable transportation costs to and from the testing facility. Employees will
have the opportunity to alert the clinic or laboratory personnel to any prescription
or non-prescription drugs that they are taking which may affect the outcome of
the test. All drug testing will be performed by urinalysis. Initial screening will
be done by EMIT TT. Positive results will be confirmed by gas
chromatography/mass spectrometry. The clinic or laboratory will inform the
District of the results. Any employee who tests positive will be subject to
immediate termination.
b. Employees subject to testing under this policy will be asked to sign a Consent
Form acknowledging the procedures governing testing and consenting to (i) the
collection of a urine sample for the purpose of determining the presence of
alcohol and/or drugs and (ii) the release of medical information regarding the test
results to the District.
c. Refusal to sign the Consent Form or to submit to testing when requested to do so
will be considered insubordination and may result in immediate termination.
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6) Disciplinary Action. Violation of any part of this Policy will result in disciplinary
action, up to and including termination, even for a first offense, and, if appropriate,
referral for prosecution by local, state, or federal law enforcement agencies. An
employee convicted of violating a criminal drug statute, where such violation
occurred on company premises or during working hours, must notify their Supervisor
within 5 days of the conviction.

FT

Nothing in this policy alters the at-will nature of employment with the District. Employee or
District may terminate the employment relationship at any time with or without cause and
with or without notice.

7) Employee Assistance Program. It is the responsibility of the employee to seek help
before alcohol or drug problems lead to disciplinary action. The District offers an
Employee Assistance Program to help employees who suffer from drug and alcohol
abuse. The employee’s decision to seek assistance will not be used as the basis for
discipline; however once a violation has occurred, subsequent use of the assistance
program may have no bearing on the determination of discipline.

RA

8) Confidentiality. The District will maintain records of the circumstances and results
of any employee testing under this policy. These records, and any other information
pertaining to an employee’s drug or alcohol test, will be considered confidential and
will be released only to:
a. The employee who was tested or other individuals designated in writing by that
employee, and/or
b. Individuals who need the records or information to: (i) properly supervise or
assign the employee; (ii) determine, or assist in determining, what action the
District should take in response to the test results; or (iii) respond to litigation
arising from the drug or alcohol test or related actions.

2.06. Grievances.

D

A. Purpose of Grievance Procedure. The grievance procedures set forth below are designed
to resolve work-related issues and complaints and to provide an orderly procedure for
such resolution. The grievance procedure is not applicable to harassment complaints or
decisions to terminate. Employees with harassment complaints are directed to
Section 1.04, which describes the procedures for filing such a complaint.
B. Time Limits. Each person involved in a grievance will act quickly so the grievance may
be solved promptly. Each person will make every effort possible to complete action
within the time limits contained within these grievance procedures, but with the written
consent of the other parties involved the time limits of any step may be extended.
C. Presentation of Grievance. An employee may present a grievance while on duty, provided
such use of on-duty time is reasonable as determined by the District. Employees are to
present grievances as soon as possible after the events that gave rise to the employee's
concerns by submitting a brief written grievance to their immediate supervisor. The
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written grievance should set forth the factual and other bases for the employee's
complaint, and must identify the rule or issue allegedly being violated by the District.
The employee will strive to submit the written grievance within five (5) working days
after the facts, which gave rise to the complaint.

FT

D. Grievance Procedure/First Step (Informal Discussions). Initially, a grievance will be
personally discussed between the employee and their immediate supervisor. In the event
the grievance is with the immediate supervisor, the employee should personally discuss
with the Assistant General Manager or General Manager, whomever is next in
supervision. It is anticipated that the employee should have a decision or response from
the immediate supervisor within five (5) working days.
E. Grievance Procedure/Second Step (Formal Grievance).

1) If an informal grievance is not resolved to the satisfaction of the grievant, the grievant
may initiate a formal grievance in writing to the Assistant General Manager. The
formal grievance will be initiated within fifteen (15) working days of the decision
rendered in the informal grievance procedure. A formal written grievance will state
the date and nature of the grievance, and will state all specific facts or omissions upon
which the grievance is based.

RA

2) It is anticipated that within five (5) working days after the filing of the formal
grievance, the Assistant General Manager will give their decision in writing to the
grievant.

F. Grievance Procedure/Third Step (Appeal). If the grievant is not satisfied with the
decision rendered by the Assistant General Manager, the grievant may appeal the
decision in writing within five (5) working days to the General Manager. If the grievant
does not appeal the decision to the General Manager in writing within five (5) working
days, the issue will be considered settled. The appeal will state the date and nature of the
grievance, and will state all specific facts or omissions upon which the appeal is based.
G. Consideration of Appeal. It is anticipated that within ten (10) working days of the filing
of an appeal, the General Manager will have a meeting with the grievant and/or their
representative, and other persons as the General Manager will direct.

D

H. Decision on Appeal. It is anticipated that within ten (10) working days of the General
Manager’s consideration of the appeal, the General Manager will issue a written decision
concerning the employee's appeal. The decision of the General Manager will be final.

Section 3.00. Employment Practices.
3.01. Work Week. The normal work week will consist of five 8-hour days or forty (40) hours per
week total (12:01 A.M. Saturday to 12:00 Midnight Friday.)
The District's office hours are 8:00 A.M. to 5:00 P.M., Monday through Friday. It is expected that
the office will be staffed and telephones covered during the official working hours in order to serve
the public and staff efficiently and promptly.
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Work schedules of treatment plant and other field personnel may be altered as deemed necessary
with approval of the General Manager or their designee. Certain employees may be required to
work shifts.

FT

Employees are permitted to take meal and rest periods at times and under conditions prescribed by
supervisory personnel which may include an unpaid thirty-minute meal period or sixty-minute
meal period, and two paid fifteen (15) minute rest breaks during each consecutive four hours
worked. Employees are expected to return to work promptly at the end of any meal period and rest
breaks. Employees will be relieved of their duty entirely during the meal period to leave the
premises if so desired. However, under certain circumstances where it is in the best interests of the
District, an employee may be required to consume their meal while actively engaged in work. In
such cases, the employee will be paid for the meal period.
A reasonable break time for an employee needing to express breast milk for her nursing child for
one year after the child’s birth is allowed each time the employee has the need to do so. A private
place, other than a restroom, is designated for that employee’s purpose.

Anytime an employee misses a meal period or rest breaks that was provided to the employee, the
employee should immediately notify their Supervisor or the Administrative Services Manager.

RA

Section 3.02

3.02. Defined Alternate Workweeks. The District operates a 24-hour, 7 day-a-week water
treatment plant that requires monitoring by certified operators. Shift schedules are required
to provide this monitoring. Shift scheduling affects the treatment plant operators and relief
operator(s). Shift schedules at the District are a combination of six (6) twelve-hour shifts and
one (1) eight-hour shift (every other Wednesday) that totals 80 hours per two-week pay
period. Three shifts are defined as follows:
Day

12 hour shifts that begin at 0800 (8:00 AM) and end at 2000 (8:00 PM).

Night

12 hour shifts that begin at 2000 (8:00 PM) and end at 0800 (8:00 AM) the
following day.
8 hour shifts that begin at 0800 (8:00 AM) - Day, 1600 (4:00 PM) - Swing, and
2400 (Midnight) - Night, on Wednesdays.

Swing

D

The alternate workweek for Day shift operators begins at 0001 (12:01 AM) Saturday and
ends at 2359 (11:59 PM) each Friday.
The alternate workweek for Night shift operators begins at 0001 (12:01 AM) Saturday and
ends at 2359 (1159 PM) each Friday.

Relief Operator: Works 8-hour day shifts and 8-hour swing shifts unless called in or is scheduled
to work 12-hour relief shifts. The day operator will cover the relief operator’s 8-hour swing shift
if the relief operator is on coverage duty.
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Standby Operations: The Chief Plant Operator and Relief Operator will be on standby in case they
are needed. In the event of absences, operators will be contacted in the following order to maintain
24-hour operations.
1. Relief Operator
2. Chief Plant Operator/Water Operations Manager

FT

Shift Assignment: Shift assignments shall be made before the start of a new calendar year, and
shall be scheduled and determined by the Water Operations Manager & Chief Plant Operator.
Shifts will rotate day to night, night to day in six to seven week intervals. Days of the week worked
will shift after six months in July and January.
Leave Benefits: Shift scheduling does not change the District personnel policies regarding the
accumulation of sick leave, vacations or holidays.
Shift Differential: Shift differential is not paid.
3.03. Overtime Work.

A. Exempt/Non-Exempt. An exempt employee is an employee whose work is typically
managerial and is paid for getting the job done, regardless of hours. No overtime is paid
to exempt employees. For non-exempt employees, records are kept of hours worked.

RA

B. Regular Overtime. For non-exempt employees, any time worked over 8 hours per day or
40 hours per week is considered overtime, with the exception of alternate work weeks.

Overtime work will be compensated at the rate of one and one-half (1- 1/2) times the
hourly rate for the employee's position. Compensatory Time Off (CTO) is not authorized.

C. Holiday Pay. Any non-exempt Regular Employee who is required to work on a paid
holiday will receive, in addition to their regular salary, holiday compensation at the rate
of one and one-half (1-1/2) times their hourly salary for the hours worked.

D

D. Stand-By Duty Pay. Exempt employees are ineligible for stand-by duty pay. Non-exempt
Regular Employees (as designated by your immediate Supervisor) are eligible for standby duty pay during off-duty hours, in addition to regular duty. Stand-by duty is pay for
which the employee will receive, when the District requires that employee to be available
to be called-in to the District for emergency situations or upon designation The following
criteria are used for awarding standby duty and pay:
1) Application of standby duty will be as follows:
a. Each employee so assigned to standby duty will be able to report to the District
office within forty-five (45) minutes.
b. Standby duty will be assigned at a minimum of 8-hour blocks on weekdays and
24-hours blocks on weekends and holidays.

2) Pay for standby duty will be as follows:
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a. Standby Duty will be paid at the rate of $10.00 per hour.
3.04. Injury on the Job. Each employee is expected to take every necessary precaution, within the
scope of their supervisor's instructions, to avoid industrial injury to themselves and to other
employees, just as it is the responsibility of the District to ensure full compliance with all
existing codes and safety orders and to take whatever steps are necessary to provide
maximum freedom from hazards.

FT

A. Worker’s Compensation. The District carries Worker’s Compensation Insurance that
applies to an employee who is injured or disabled on the job. It provides medical, surgical
and hospital treatment in addition to payment for loss of earnings that result from work
related injuries. Compensation payments begin from the first day of your hospitalization
or after the third day following the injury if you are not hospitalized. The cost of this
coverage is completely paid for by the District.

On the first day of injury, sick leave or vacation will not be charged. Employees needing followup medical appointments will be charged the time off from their accumulated “Sick/Paid Time
Off” leave.

RA

Employee health benefits (Medical, Dental, Vision, Employee Assistance Program, Short Term
Disability, Long Term Disability) shall continue during a Workers’ Compensation Claim and
regular wages will be paid during the three-day waiting period without any charge to sick or
vacation leave. Sick and vacation hours will accrue only on hours worked. After the third day, the
employee will receive Worker’s Compensation Benefits based on two-thirds of the employee’s
gross salary up to the salary maximum paid by the District’s insurance carrier. This maximum
benefit can be supplemented up to full regular salary with the use of accrued sick or vacation leave.

D

An employee injured on the job must report the accident, injury, or hazardous incident to their
supervisor immediately. The supervisor must relay all information pertaining to work related
injuries or accidents in writing to the General Manager within twenty-four (24) hours after a
reported incident. Arrangements will be made for first-aid or a doctor's attention, as appropriate.
In order to designate a personal physician, the employee must submit to the General Manager a
“Designation of Personal Physician Form,” which will be made a part of the employee’s personnel
file. The form must include the contact information for the employee’s personal physician as well
as the physician’s signature. Injured employees must be seen by the District’s Occupational Health
Facility for the first 30 days.
3.05. Return to Work Program. The District recognizes that its employees are a critical part of the
District’s operations, and even if an employee becomes injured on or off the job or has a
temporary disability as a result of surgery or an illness, they remain a valuable part of District
staff. This Return to Work Program (RTW) has proven to be an essential cost containment
element of our overall risk management program. In conjunction with our Safety Program,
the RTW Program is an effective tool in returning employees to productive work in the
shortest time possible, while maintaining high morale and keeping costs to a minimum. The
District may use a guideline provided by its insurance carrier to implement its RTW Program.
A copy of this guideline may be provided to the employee upon request.
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It is the District’s goal to bring an employee back to the job in a useful capacity as soon as
possible. The District looks at transitional duty from the positive point of view that our
employees want to work. Each employee should recognize that this Program is being set up
as a benefit for them.

FT

If an employee is injured on or off the job, or has a temporary disability as a result of injury,
surgery or illness, the Program will look at ways to bring the employee back to work as soon
as the doctor determines that the employee is medically ready, in accordance with their job
description. This may mean making temporary modifications to the employee’s job duties or
work hours to accommodate the employee’s recovery.

If the employee does not report to work (modified duty or regular work) when the doctor
releases the employee or leave has expired, the employee may not be eligible for temporary
disability payments, workers’ compensation payments, or regular wages, and the employee
could be subject to disciplinary action, up to and including termination.
3.06. Employee Conduct Responsibilities.

A. District employees are expected to conduct themselves at all times in a manner which
will reflect favorably on the District.

RA

B. As an employee in the public service, the employee is expected to put in a full day's work,
be prompt in reporting to work, carry out their duties conscientiously and professionally
during working hours, and guard against unnecessary absences from the job.
C. If an employee has to be off work, the employee will advise their supervisor by telephone,
or if the supervisor cannot be reached, the employee will contact the District office by
telephone. Absence from duty without reasonable cause or without due notice is cause
for discipline, up to and including dismissal. Absence without approval for more than
three (3) consecutive working days will be considered resignation without
re-employment opportunity.
D. Every employee should study their job and look for ways to improve it. As part of a
working unit, the employee should also attempt to learn about the entire unit's work flow
in order to enhance the quality and productivity of the work.

D

E. To provide the most for the public's tax dollars, District employees must guard against
waste, misuse, and abuse of the District's supplies, equipment, and furniture. Proper care
and maintenance of equipment should be observed, and personal use of District
equipment is forbidden unless specifically authorized by the appointing authority.
F. The employee should take the initiative to keep the District office informed of any change
in their personnel record, such as name, address, marital status, dependency, whom to
notify in case of emergency, and so forth.
G. Any employee seeking outside employment concurrently with their District duties must
first obtain approval from the General Manager. If the work will not interfere with the
employee's efficiency on their District job, and there appears to be no conflict of interest,
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permission may be given. It is expected, however, that the District job will always come
first with the employee.
3.07. Security Practices. Employees assigned to solo duty on shifts may be required to make
scheduled contacts with a security agent throughout each entire shift
3.08. Lactation Accommodation. The District provides a private room, for use by employees
needing to express breast milk. An employee can reserve the room to meet her needs.

FT

Section 4.00. Employee Benefits.

The employee benefits set forth in this part are applicable to Regular Employees, except as
otherwise provided.
4.01. Paid Leave.

A. Holidays. The following are paid holidays that will be observed by the District:
New Year's Day (January 1).

2)

Martin Luther King's Birthday (third Monday in January).

3)

Lincoln’s Birthday (Monday or Friday closest to February 12. If February 12 falls
on a Wednesday, the holiday will be observed on the previous Monday).

4)

Washington's Birthday (third Monday in February).

5)

Memorial Day (last Monday in May).

6)

Independence Day (July 4).

7)

Labor Day (first Monday in September).

8)

Columbus Day (second Monday in October).

9)

Veteran's Day (November 11).

RA

1)

D

10) Thanksgiving Day (fourth Thursday in November).
11) Friday after Thanksgiving.
12) Christmas Day (December 25).
13) Employee Birthday (floating holiday subject to seven [7] day Supervisor
notification and approval). Subject to pro-ration based upon date of hire and must
be used in 4 hour increments.
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14) One Floating Holiday (subject to seven [7] day Supervisor notification and
approval). Subject to pro-ration based upon date of hire and must be used in 4 hour
increments.
15) Any day appointed by the President or Governor for a Public Fast, Thanksgiving,
or Holiday.

B. Vacation.

FT

At the closing of each calendar year, the General Manager will release the holiday schedule for the
next coming calendar year, specifying the dates on which the District office will be closed in
observance of the holidays. If any holiday falls on a Saturday, the preceding Friday will be a
holiday. If any holiday falls on a Sunday, the following Monday will be a holiday.

RA

1) Paid vacations are granted to allow each employee a period of rest and relaxation
away from the job. Normally, vacation Time-off Requests must be submitted a
minimum of five (5) days prior to the requested vacation. Unless approved by the
General Manager, no employee may take vacation longer than what the employee has
earned and accumulated. In limited instances, using vacation time prior to completing
an introductory period may be allowed with approval of the General Manager. (No
Regular Employee is authorized to take time off without pay, unless approved in
writing by the General Manager.)
2) Annual vacation benefits are accrued by each District employee at the following rates
(introductory employees are entitled to accrue vacation, but will not be entitled to
take vacation unless the employee has completed their introductory period or has
received prior written approval from the General Manager):

Vacation Accrual

Vacation Hours
Accrued
per Pay Period

0 – 1.5 years
1.5 – 7.5 years
7.5 – 15.0 years
15.0 – 25.0 years
25.0 + years

10 working days, annually
15 working days, annually
20 working days, annually
25 working days, annually

3.10
4.64
6.15
7.70

D

Length of Service

25 working days, annually, +1 working
day for each additional year over 25.

28

57

3) On July 1 of each year, employees will be credited with additional vacation time for
unused Sick Leave accrued during the previous twelve (12) month period, as follows:
(This benefit will be prorated if the employee has less than a year of employment.)
Additional
Vacation Credit
1 day
½ day
¼ day
0 day

FT

Unused
Annual Sick Leave
10 to 12 days
7 to 9 days
4 to 6 days
1 to 3 days

4) Maximum accrual of vacation benefits by any employee is as follows:
First 10 years of service
Eleven or more years of service

30 working days (240 hours)
45 working days (360 hours)

5) When an employee is separated from service, their remaining vacation benefits, if
any, will be added to their final compensation.

RA

6) Any employee who will accrue more than the maximum vacation accrual by the end
of the fiscal year (03/31) will receive a cash payment in the last pay period of the
fiscal year for a maximum of eighty (80) hours of their accumulated vacation balance.
To qualify for this sell-back benefit, an employee must have used, either in the
preceding or current fiscal year, an equivalent number of vacation days to the number
of sell-back days. The General Manager may authorize to grant vacation sell-back
days anytime during the year – upon request of the employee and approval of the
immediate Supervisor.

C. Sick Leave. California law provides for mandatory paid sick leave under the Healthy
Workplaces, Healthy Families Act. This paid sick leave policy is intended to comply
with the requirements of this Act.
1) Full-time, Regular Employees are granted sick leave with pay and earn this at the rate
of one (1) working day per month (twelve working days per year/3.69 hours per pay
period) beginning with the first full month of service.

D

Temporary employees are granted sick leave with pay and earn this at the rate of one
(1) hour for every thirty (30) hours worked, up to twenty-four (24) hours (3-days) per
12-month employment year.

2) Paid sick leave may be used for the following reasons:
a. Diagnosis, care or treatment of an existing health condition for an employee or
covered family member, as defined below;
b. Preventative care for an employee or an employee’s covered family member; and
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c. For certain, specified purposes when the employee is a victim of domestic
violence, sexual assault or stalking.
3) For purposes of paid sick leave, a covered family member means any of the
following:

FT

a. a child, which means a biological, adopted, or foster child, stepchild, legal ward,
or a child to whom the employee stands in loco parentis;
b. a biological, adoptive, or foster parent, stepparent, or legal guardian of an
employee or the employee’s spouse or registered domestic partner, or a person
who stood in loco parentis when the employee was a minor child;
c. a spouse;

d. a registered domestic partner;
e. a grandparent;

f. a grandchild; and

RA

g. a sibling.

4) Pregnancy leave. Earned sick leave with pay may be applied to part of overall longer
period of pregnancy leave without pay granted to a full-time Regular Employee.
Pregnancy leave may be requested for childbirth or adoption of a child less than five
(5) years old. Pregnancy leave may be taken in accordance with current State and
Federal regulations.

D

5) If the need for paid sick leave is foreseeable, the employee shall provide reasonable
advance oral or written notification to their supervisor. If the need for paid sick leave
is not foreseeable, employees shall provide notice to their supervisor as soon as
practicable. A written statement from an attending physician or dentist may be
required for an absence of more than three (3) consecutive days due to illness or
injury. At the discretion of management, employees displaying a pattern or practice
of possible abuses of the sick leave policy may also be required to present a doctor’s
notes for all sick leave absences, including single day absences.
6) Unless approved by the General Manager, no employee may take sick time longer
than the employee has earned and accumulated. Any time needed for this purpose
may be transferred from earned vacation time.
7) Sick leave is authorized only for the circumstances described herein. Sick leave
cannot be used for personal time off, or vacation days, or extending weekends. Use
of sick leave for any unauthorized purpose can result in disciplinary action, up to and
including termination.
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8) Upon retirement from the District, a retiree may elect to apply unused sick leave in
any one or combination of the following ways:
a. Conversion to additional CalPERS retirement service credit at the rate of 0.0038
per years of service for each day of unused sick leave provided there is less than
120 days between employees separation date and employees retirement date.

FT

b. Payment in cash for unused sick leave at the rate of twenty-five percent (25%)
after five (5) years of continuous service, and fifty percent (50%) after ten (10)
years of continuous service or a combination of both a & b.
D. Disability Leave. Subject to the limitations stated below, all Regular Employees will be
entitled to receive disability leave with partial pay after one (1) year of continuous
service, as follows:
Rate
75% of full pay
50% of full pay

Working Days

65 (390 hours)
65 (260 hours)

RA

Disability leave may be taken only in the event of an employee's disability due to illness
or injury.
Disability leave may be taken only after exhaustion of all accumulated sick leave.

An employee will not be entitled to disability leave until five (5) working days have
elapsed following the exhaustion of all accumulated sick leave. Accrued vacation leave
may be used during the five (5) working days waiting period at the option of the
employee.
Disability leave will be taken by first exhausting disability leave payable at the rate of
seventy-five percent (75%) of full pay, and thereafter exhausting disability leave payable
at the rate of fifty percent (50%) of full pay.

D

The employee will furnish medical or other certification in a form acceptable to the
General Manager within five (5) working days of the commencement of a period of
claimed disability leave. Said certification will be reviewed at intervals not exceeding
thirty (30) calendar days after the date of the initial or any subsequent certification until
termination of the disability leave.
An employee who has taken less than all their disability leave and then returns to work
may, after using any accumulated sick leave and subject to the previously described five
(5) working days' waiting period, take the remaining disability leave, together with any
disability leave credited since their return to work for a recurrence of the same disability
or for any other disability.
An employee who has taken any part or all of their disability leave will, upon thirty (30)
calendar days after returning to work, be credited with six (6) working days of disability
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leave payable at the rate of seventy-five percent (75%) of full pay, and six (6) working
days of disability leave payable at the rate of fifty percent (50%) of full pay. At the end
of each succeeding year after returning to work, this same amount of disability credit will
be added to an employee's disability leave until their original disability leave has been
restored.

FT

In no event will accumulated disability leave exceed sixty-five (65) working days at
seventy-five percent (75%) of full pay and sixty-five (65) working days at fifty percent
(50%) of full pay.
An employee who has taken disability leave in excess of five (5) calendar days will be
required to provide a physician's statement attesting to their fitness, based upon their
normal duties pursuant to their job description, before returning to work.
Vacation and sick leave will not accrue during periods of disability leave. If a District
observed holiday falls during periods of disability leave, the disabled employee is eligible
for holiday pay at the Short Term Disability rate.
At the end of 130 working days, District payment of health benefits (Medical, Dental,
Vision, Employee Assistance Program, Short Term Disability, Long Term Disability)
will cease, unless extended by COBRA election.

RA

In addition, all Regular Employees will be eligible for any Long Term Disability Plan
provided by the District.

E. Bereavement Leave. In the case of death within the immediate family of an employee,
such employee may, with request, be granted up to five (5) working days leave with pay,
per incident. For purposes of this paragraph, immediate family is defined as the
employee's father, mother, spouse, domestic partner, child, brother, sister, grandparents,
grandchildren, or in-laws.
Leave of absence for bereavement will not be charged against the employee's
accumulated sick leave credits or vacation eligibility.

D

F. Jury Duty. When an employee is required to perform jury duty or is subpoenaed as a
witness to appear before a court, administrative agency, public body, or commission, the
employee must promptly notify their supervisor. While on jury duty, a Regular Employee
will receive full pay and must provide proof of jury duty attendance. If the employee
elects to be paid for time spent on jury duty, the employee shall waive any payment by
the court for serving as a juror, except for any reimbursement for actual expenses, such
as mileage, except when a District vehicle is used. This section shall not apply to any
employee who is named a party, or is subpoenaed as a witness, to an action unrelated to
the District and its activities or is serving as a paid expert witness. In such cases,
employees may request vacation or personal leave.
G. Military Leave. A District employee who receives orders to report for military duty
should notify the General Manager of the dates of their proposed leave, their rank, or
rate, employment status with the District, and the name of the military unit to which the
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employee is assigned. Leave, reinstatement, pay, and benefits for employees of the
District will be provided in accordance with Federal law (38 U.S.C. No. 2021, and
following), and California law (Military and Veterans Code No. 395, and following).

4.02. Unpaid Leave.

FT

H. Time Off to Vote. Employees who do not have sufficient time outside of their regular
working hours to vote in a statewide election may request time off to vote. If possible,
employees should make their request at least two (2) days in advance of the election. Up
to two (2) hours of paid time off will be provided, within the employee's regular shift,
whichever will allow the freest time for voting and require the least time off work.

A. General Rules. Several types of unpaid leaves of absence are available to Regular
Employees. All unpaid leaves of absences are subject to the rules and restrictions
provided below:
1) Unpaid Status. All leaves of absence are provided on an unpaid basis.

RA

2) Returning from Leave of Absence. When you are placed on pregnancy disability,
family or military leaves of absence, the District anticipates you will be reinstated to
the same or a similar job with the same or similar duties, pay, and location unless it
would substantially undermine the District’s authority to operate its business safely
and efficiently or create a hardship for the District.

3) When an employee is on an approved or unpaid leave of absence, an effort will be made
to hold open their position for the period of the approved leave. However, the District
will not guarantee reinstatement after a Personal Leave of Absence.
4) Additionally, the District will attempt to reasonably accommodate employees who are
released for partial or modified duty by their treating physician.
5) Vacation and Sick Leave Benefits. The period that you are on an unpaid leave of absence
is not considered time worked for purposes of determining eligibility for or the amount
of certain benefits, such as vacation and sick leave.

D

6) Holiday Benefits. If a paid holiday falls during an unpaid leave of absence period, an
employee on such leave of absence will not be eligible for the holiday pay.
7) Health Insurance. Employees will be required to pay for the entire cost of group health
insurance beyond the end of the third calendar month.
8) Misrepresentations. Misrepresenting reasons for applying for a leave of absence may
result in disciplinary action, up to and including termination.

B. Pregnancy Disability Leave. Any full or part-time regular female employee who is
disabled by pregnancy, childbirth or related medical condition will, with request, be
granted a pregnancy disability leave of absence (PDL) without pay not to exceed four (4)
months.
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1) An employee who is granted a PDL may utilize any accrued sick leave benefits and
earned vacation benefits during the period of her leave. Any portion of the leave that
occurs after all sick and vacation benefits have been exhausted shall be without pay.
2) Group insurance benefits ordinarily provided by the Agency will remain in effect until
the end of the month in which the leave terminates. You are expected to pay the full
costs of the coverage thereafter.
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3) If an employee requires a PDL, you must notify your supervisor in writing as soon as
possible. The written notice should specify the commencement date of the leave and the
expected duration of the leave and be accompanied by a signed physician’s statement.
For emergencies or events that are unforeseeable, an employee must notify her
supervisor as soon as practical after an employee learns of the need for the leave.
4) Written extension requests of PDL, not to exceed the fourth month limitation, must be
received by the General Manager prior to the expiration of the approved leave or within
three days of an absence. Employees who do not report for work at the end of an
approved PDL will be considered to have voluntarily resigned. Employees returning
from a PDL shall be required to provide a physician’s statement that states that they are
medically able to return to work.
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5) For employees on PDL, the District anticipates reinstatement to the same or a similar
job with the same or similar duties, pay, and location unless that would substantially
undermine the District’s ability to operate its business safely and efficiently or create a
hardship for the District. Employees on PDL will be credited with all service prior to
the commencement of their disability, but not for the period of their disability.
6) The District will also reasonably accommodate medical needs related to pregnancy,
childbirth, or related conditions or, if feasible, temporarily transfer you to a less
strenuous or hazardous position (where one is available) or duties if medically needed
because of your pregnancy.
7) Employees are allowed to return to work from leave with an appropriate release from
an employee’s physician certifying that the employee is able to resume the original job
duties and the date the employee is able to return to work.

D

C. Personal Leaves of Absence. Employees who have been continuously employed with the
District for one (1) year may, due to special circumstances, request a personal leave of
absence without pay, for a reasonable period of time, not to exceed one (1) year. A request
for a personal leave of absence must be submitted in writing and is subject to approval
by the General Manager, in their sole discretion, before the leave begins. Requests will
be considered on the basis of length of service, performance, responsibility level, the
reason for the request, whether the individual is already out on leave, and the expected
impact on the District. Any requests for an extension of a leave of absence must be
submitted in writing and are subject to approval by the General Manager, in their sole
discretion, before the extension may begin. It is the employee’s responsibility to return
to work at the end of the approved leave. An employee who fails to report to work the
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day after the approved leave expires will be considered to have voluntarily resigned. The
District will not pay for any group health insurance premiums during Personal Leave of
Absences.

FT

D. Catastrophic Leave & Donation Policy. A Regular Employee who faces financial
hardship as the primary caregiver to an immediate family member who suffers a
catastrophic injury or illness may qualify for catastrophic leave. “Catastrophic” is defined
as an illness or injury to the immediate family member, which is monumental, unusual,
unexpected, immediate in nature, and expected to impact the Regular Employee’s ability
to work for an extended period of time. Under such circumstances, the Regular Employee
may request catastrophic leave. If approved by the General Manager, catastrophic leave
is unpaid leave unless other Regular Employees voluntarily donate sufficient amounts of
their own sick or vacation leave to cover the requested catastrophic leave.

E. California New Parent Leave Act (NPLA). A Regular Employee of the District may be
eligible for parental leave under this Act. The NPLA provides eligible employees the
opportunity to take up to 12 weeks of unpaid leave to bond with a new child within one
year of the child’s birth, adoption or foster care placement. The maximum amount of
leave an employee may use under this policy is 12 weeks within a 12-month period. To
be eligible for this leave, an employee must:
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1) Have worked at least 12 months for the District.

2) Have worked at least 1,250 hours for the District over the 12 months preceding the date
the leave would commence.
3) Currently work at a location where there are at least 20 employees within 75 miles.
4) In the case where both parents are employed by the District and are otherwise eligible
for leave, the combined total leave amount for both employees may not exceed 12
weeks.
5) Parental leave will be provided in addition to any entitlement of pregnancy disability
leave (PDL) due to an employee’s own pregnancy-related disability.

D

6) Parental leave must be concluded within 12 months of the child’s birth, adoption or
foster care placement.
NPLA is available only to employees who are not eligible for FMLA or CFRA.
Intermittent Leave. Subject to exception upon request at the District’s discretion, eligible
employees shall take parental leave in at least two-week increments, with shorter increments
permitted on two occasions. Employees who require intermittent or reduced-schedule leave
must try to schedule their leave so that it will not unduly disrupt the District’s operations.
Shorter increment intermittent leave is permitted in intervals of at least one hour, or at the
same intervals as provided in the District’s sick and vacation policy, whichever increments
are smaller.
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Use of Accrued Paid Leave. Employees may choose to use accrued paid leave (such as
sick leave or vacation) concurrently with some or all of their parental leave. To use paid
leave concurrently with parental leave, eligible employees must comply with the
District's normal procedures for the applicable paid-leave policy (e.g., call-in procedures,
advance notice).

FT

Maintenance of Health Benefits. If employees and/or their families participate in
District's group health plan, District will maintain coverage during parental leave on the
same terms as if an employee had continued to work. If applicable, an employee must
make arrangements to pay his or her share of health plan premiums while on leave. In
some instances, District may recover premiums it paid to maintain health coverage or
other benefits for the employee and/or his or her family. Use of parental leave will not
result in the loss of any employment benefit that accrued prior to the start of leave under
this policy. Employees should consult the applicable plan document for information
regarding eligibility, coverage and benefits.
District may recover the premium amount that it paid as required by this section for
maintaining coverage for the employee under the group health plan if both of the
following conditions occur:
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1) The employee fails to return from leave after the period of leave to which the employee
is entitled has expired.

2) The failure of the employee to return from leave is for a reason other than the
continuation, recurrence or onset of a serious health condition or other circumstances
beyond the control of the employee.
Procedures. When seeking leave under this policy for NPLA leave, employees must
provide to the General Manager the following:
1) Reasonable advance notice of the need to take parental leave, if the need for leave is
foreseeable, or notice as soon as practicable in the case of unforeseeable leave and in
compliance with District's normal call-in procedures, absent unusual circumstances.
2) Periodic reports as deemed appropriate during the leave regarding the employee's
status and intent to return to work.
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Failure to comply with the foregoing requirements may result in delay or denial of leave
or disciplinary action, up to and including termination.
Employer Responsibilities. To the extent required by law, District will inform employees
whether they are eligible for leave under the New Parent Leave Act. Should employees be
eligible for parental leave, District will provide eligible employees with a notice that
specifies any additional information required as well as the employee's rights and
responsibilities. District will also inform employees if leave will be designated as New
Parent Leave Act-protected and, to the extent possible, note the amount of leave counted
against the employee's leave entitlement. A notice of guarantee of employment and
reinstatement to the same or a comparable position will be provided. If an employee is not
eligible for parental leave, District will provide a reason for the ineligibility.
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The District has the right to approve or deny leave and will try to accommodate the request.
The District may deny a leave request if the requested leave may, in the District’s sole
discretion, impose an undue hardship that would fundamentally alter the nature of
employer operations. Job Restoration. Upon returning from parental leave, an employee
will typically be restored to his or her original position or to a comparable position with
equivalent pay, benefits and other employment terms and conditions.

FT

Failure to Return After Parental Leave. If an employee fails to return to work as scheduled
after parental leave or if an employee exceeds the 12-week parental leave entitlement, the
employee will be subject to District's other applicable leave of absence, accommodation
and attendance policies. This may result in termination if, for example, the employee has
no other District-provided leave available to her or him that applies to the continued
absence. Likewise, following the conclusion of parental leave, District's obligation to
maintain the employee's group health plan benefits ends (subject to any applicable COBRA
and CAL-COBRA rights).
4.03. Family and Medical Leave.

It is the policy of the District to provide family care and medical leave to eligible employees in
accordance with the California Family Rights Act of 1994 (CFRA) and the federal Family and
Medical Leave Act of 1993 (FMLA) of up to 12 workweeks of unpaid family/medical leave
within a 12-month period to eligible employees.

RA

A. Leave Entitlements. Leave may be taken for one or more of the following reasons:

1) The birth of your child, or placement of a child with you for adoption or foster care
(FMLA/CFRA);
2) Your own serious health condition that makes you unable to perform your job
(FMLA/CFRA);
3) To care for your spouse, child or parent who has a serious health condition
(FMLA/CFRA);
4) To bond with a child (leave must be taken within one year of the child’s birth or
placement) (FMLA/CFRA or CFRA only);

D

5) For qualifying exigencies related to the foreign deployment of a military member
who is the employee’s spouse, child, or parent (FMLA only);
6) To care for an ill or injured covered service member with a serious injury or illness
(FMLA only);
7) Incapacity due to pregnancy, prenatal medical care or child birth (FMLA only); and
8) To care for your registered domestic partner with a serious health condition (CFRA
only).
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B. Eligibility Requirements.
To be an eligible employee for FMLA/CFRA:
1) You must have been employed with the District for at least 12 months prior to the
commencement of leave. The 12 months of employment must have accumulated
within the previous seven years (certain exceptions apply);

FT

2) You have worked at least 1,250 hours during the previous 12-month period before
the need for leave; and
3) You are employed at a worksite where there are 50 or more employees within a
75-mile radius.

For additional information about eligibility for family/medical leave, contact the
Administrative Services Manager.
C. Military Family Leave Entitlements.

RA

1) Eligible employees whose spouse, son, daughter or parent is on covered active duty
or call to covered active duty status may use their 12-week leave entitlement for
certain qualifying exigencies. Qualifying exigencies may include attending certain
military events, arranging for alternative childcare, addressing certain financial and
legal arrangements, attending certain counseling sessions, and attending postdeployment reintegration briefings.
2) Eligible employees may also take a special leave entitlement of up to 26 weeks of
leave during a single 12-month period to care for a covered service member.
FMLA/CFRA for 12 weeks if the care provider is eligible for both, followed by 14
weeks of (FMLA only), or 26 weeks of FMLA only if leave is not CFRA covered
leave. A covered service member is either:
a. A current member of the Armed forces, including a member of the National
Guard or Reserves, who is undergoing medical treatment, recuperation or
therapy, is otherwise in outpatient status, or is otherwise on the temporary
disability retired list, for a serious injury or illness*; or

D

b. A veteran who was discharged or released under conditions other than
dishonorable at any time during the five-year period prior to the first date the
eligible employee takes FMLA leave to care for the covered veteran, and who is
undergoing medical treatment, recuperation, or therapy for a serious injury or
illness. The FMLA definitions of "serious injury or illness" for current service
members and veterans are different from the FMLA definition of "serious health
condition."
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D. Calculating the 12-month Period.

FT

For purposes of calculating the 12-month period during which 12 weeks of family and
medical leave or qualifying exigency leaves may be taken, the District uses a rolling 12month period measured backward from the date an employee uses any family medical
leave. Under most circumstances, leave under federal and state law will run at the same
time and an eligible employee will be entitled to a total of 12 weeks of family and medical
leave in the designated 12-month period. For leave to care for a covered service member,
the 12-month period begins on the first day of the leave, regardless of how the 12-month
period is calculated for other leaves. Leave to care for a covered service member is for a
maximum of 26 workweeks during a 12-month period.
E. Pregnancy, Childbirth or Related Conditions and Baby Bonding.

Leave because of a disability for pregnancy, childbirth or related medical condition is
not counted as time used under California law (CFRA). However, time off because of
pregnancy disability, childbirth or related medical condition may count as family and
medical leave under federal law (FMLA). Employees who take time off for pregnancy
disability and who are eligible for FMLA will be placed on FMLA that runs at the same
time as their pregnancy disability leave (PDL).

RA

Once the pregnant employee is no longer disabled, or once the employee has exhausted
PDL and has given birth, the employee may apply for leave under CFRA, for purposes
of baby bonding. If you are not eligible for baby bonding leave because you work at a
worksite with less than 50 employees in a 75-mile radius, you may be eligible for time
off to bond with a new child under the New Parent Leave Act (if you meet the eligibility
requirements under this law).
Any leave taken for the birth, adoption, or foster care placement of a child does not have
to be taken in one continuous period of time. CFRA leave taken for the birth or placement
of a child will be granted in minimum amounts of two weeks. However, the District will
grant a request for a CFRA leave (for birth/placement of a child) of less than two weeks'
duration on any two occasions. The District may also grant additional requests for leave
lasting less than two weeks at its discretion. Any leave taken must be concluded within
one year of the birth or placement of the child with the employee.

D

F. Leave Procedures.

The following procedures shall apply when an employee requests family and medical
leave:
1) Please contact the General Manager as soon as you realize the need for family care
and medical leave. If the leave is based on the expected birth, placement for adoption
or foster care, or planned medical treatment for your serious health condition or that
of a family member, you must notify the District at least 30 days before leave is to
begin. You must consult with your supervisor regarding scheduling of any planned
medical treatment or supervision in order to minimize disruption to the operations of

39

68

the District. Any such scheduling is subject to the approval of your health care
provider or the health care provider of your child, parent, or spouse.
2) If you cannot provide 30 days' notice, the District must be informed as soon as is
practical.

FT

3) Employees do not have to share a medical diagnosis, but must provide enough
information to the District so it can determine if the leave qualifies for FMLA/CFRA
protection. Sufficient information could include informing the District that the
employee is or will be unable to perform his or her job functions, that a family
member cannot perform daily activities, or that hospitalization or continuing medical
treatment is necessary. Employees must inform the District if the need for leave is for
a reason for which FMLA leave was previously taken or certified.
4) If the FMLA/CFRA request is made because of your own serious health condition,
the District may require, at its expense, a second opinion from a health care provider
that the District chooses. The health care provider designated to give a second opinion
will not be one who is employed on a regular basis by the District.
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5) If the second opinion differs from the first opinion, the District may require you, at
the District expense, to obtain the opinion of a third health care provider designated
or approved jointly by you and the District. The opinion of the third health care
provider shall be considered final and binding on you and the District.

6) Once the District becomes aware that an employee’s need for leave is for a reason
that may qualify under the FMLA/CFRA, the District will notify the employee if he
or she is eligible for FMLA/CFRA leave and, if eligible, will also provide a notice of
rights and responsibilities under the FMLA/CFRA. If the employee is not eligible,
the District will provide a reason for ineligibility.
7) The District will notify an employee if leave will be designated as FMLA/CFRA, and
if so, how much leave will be designated as FMLA/CFRA leave.

G. Certification.

D

The District will require you to provide certification or periodic recertification supporting
the need for leave.
You will have 15 calendar days from the District’s request for certification to provide it
to the District, unless it is not practicable to do so. The District may require recertification
from the health care provider if you request additional leave upon expiration of the time
period in the original certification. (For example, if you need two weeks of family and
medical leave, but following the two weeks you need intermittent leave, a new medical
certification will be requested and required.) If the employee does not provide medical
certification in a timely manner to substantiate the need for family and medical leave, the
District may delay approval of the leave, or continuation thereof, until certification is
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received. If certification is never received, the leave may not be considered family
medical leave.
If the leave is needed to care for a sick child, spouse, or parent, you must provide a
certification from the health care provider stating:
Date of commencement of the serious health condition;
Probable duration of the condition;
Estimated amount of time for care by the health care provider; and
Confirmation that the serious health condition warrants your participation.

FT






When both parents are employed by the District and request simultaneous leave for
bonding or the birth or placement for adoption or foster care of a child, and the employee
is eligible for leave, the District will not grant more than a total of 12 workweeks family
medical leave for this reason.
If your serious health condition is the reason for leave, you must provide a certification
from the health care provider stating:
Date of commencement of the serious health condition;
Probable duration of the condition; and
Your inability to work at all or to perform any one or more of the essential
functions of your position because of the serious health condition.

RA





If you are absent because of your own serious health condition, the District will also
require a medical release to return to work form or certification from your health care
provider that you are able to resume work.
Failure to provide a release to return to work certificate from your health care provider
will result in denial of reinstatement until the certificate is obtained.

H. Leave Related to Military Service.

D

A leave taken due to a "qualifying exigency" related to military service must be supported
by a certification of its necessity. A leave taken due to the need to care for a
servicemember must be supported by a certification by the servicemember's health care
provider or other certification allowed by law. Special certification requirements apply
to leaves related to military service.

I. Health and Benefit Plans.
If you are taking family medical leave, you will be allowed to continue participating in
any health and welfare benefit plans in which you were enrolled in before the first day of
the leave (for a maximum of 12 workweeks, or 26 workweeks if the leave is to care for
a covered servicemember) at the level and under the conditions of coverage as if you had
continued in employment for the duration of such leave. The District will continue to
make the same premium contribution as if you had continued working. The continued
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participation in health benefits begins on the date leave first begins. In some instances,
the District may recover premiums paid to maintain health coverage if you fail to return
to work following family/medical leave.
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Employees on pregnancy disability leave will be allowed to continue to participate in
group health coverage for up to a maximum of four months of pregnancy disability leave
(if such insurance was provided before the leave was taken) on the same terms as if you
had continued to work. The right to continued group health coverage during pregnancy
disability leave is a separate and distinct entitlement from the CFRA entitlement.
Payment is to be made to Stockton East Water District, P.O. Box 5157 Stockton, CA
95205.
J. Substitution of Paid Leave.

Generally, FMLA/CFRA leave is unpaid. The District may require, or you may choose,
to use accrued paid leave while taking FMLA leave. In order to use paid leave for FMLA
leave, you must comply with the District's normal paid leave policies.
K. Reinstatement.

RA

Under most circumstances, upon return from family medical leave, you will be reinstated
to your original job or to an equivalent job with equivalent pay, benefits, and other
employment terms and conditions. However, an employee has no greater right to
reinstatement than if the employee had been continuously employed rather than on leave.
For example, if an employee on family/medical leave would have been laid off had the
employee not gone on leave, or if the employee's job is eliminated during the leave and
no equivalent or comparable job is available, then the employee would not be entitled to
reinstatement. In addition, an employee's use of family/medical leave will not result in
the loss of any employment benefit that the employee earned before using family/medical
leave.
Reinstatement after family/medical leave may be denied to certain salaried "key"
employees under the following conditions:

An employee requesting reinstatement was among the highest-paid 10 percent of
salaried employees employed within 75 miles of the worksite at which the employee
worked at the time of the leave request;
The refusal to reinstate is necessary because reinstatement would cause substantial
and grievous economic injury to the District’s operations;
The employee is notified of the District’s intent to refuse reinstatement at the time
the District determines the refusal is necessary; and
If leave has already begun, the District gives the employee a reasonable opportunity
to return to work following the notice described previously.

D
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L. Time Accrual.
Please contact the Administrative Services Manager with any questions regarding accrual
of other District provided paid leave benefits (such as vacation or sick leave) during unpaid
FMLA/CFRA leave.
M. Carryover.
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Leave granted under any of the reasons provided by state and federal law will be counted
as family/medical leave and will be considered as part of the 12-workweek entitlement
(26-workweek entitlement if leave is to care for a servicemember) in any 12-month
period. No carryover of unused leave from one 12-month period to the next 12-month
period is permitted.
N. Intermittent Leave.

You may take FMLA and CFRA leave intermittently (in blocks of time, or by reducing
their normal weekly or daily work schedule) if the leave is for your serious health
condition or a qualifying family member and the reduced leave schedule is medically
necessary as determined by the health care provider of the person with the serious health
condition.
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O. Complaints.

Employees may file a complaint with the U.S. Department of Labor, Wage and Hour
Division, California Department of Fair Employment and Housing, or may bring a
private lawsuit against an employer. The FMLA/CFRA does not affect any federal or
state law prohibiting discrimination or supersede any state or local law or collective
bargaining agreement that provides greater family or medical leave rights.

4.04 Insurance.

D

A. Health Insurance. The District will furnish, at District expense, Health Insurance
Programs for its Regular Employees and dependents of the employee to help provide the
employee with protection from major health expense. The qualification of dependents
and co-insurance responsibilities of the employee are separate for the various elements
of the program. The program currently includes the following elements:
1) Medical Care (see Exhibit ‘A’ for current provider).
2) Vision Care (see Exhibit ‘A’ for current provider).
3) Dental Care (see Exhibit ‘A’ for current provider).

B. Post-Retirement Health Insurance. All Regular Employees hired before April 1, 2015,
eligible for CalPERS retirement (normally age 55 [but not less than 50], vested with 5years of CalPERS contributions), who have worked for the District for at least five (5)
years and who retire from the District will be eligible for this post-retirement health
insurance benefit. The District will cease to continue post-retirement health benefits to a
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retiree if the retiree becomes: 1) reinstated as a CalPERS member and eligible for
enrollment/enrolled in an Employer Health Insurance Program or 2) employed, eligible
for enrollment/enrolled in an employer’s health Insurance Program.

FT

A Regular Employee hired before April 1, 2015 shall be eligible for medical insurance
to a retiree and one dependent (identified at time of retirement). Surviving dependent
(identified at time of retirement) will be entitled to continue to receive Post-Retirement
Health Insurance. The District will cease to continue benefits to retiree’ surviving spouse
“identified at the time of retirement” upon surviving spouses’ 1) remarriage or 2)
enrollment in another group medical plan. The retiree’s surviving spouse agrees to
immediately notify the District in the event of 1) remarriage or 2) enrollment in another
group medical plan in writing to the District General Manager.
At age 65 coverage will be provided by a combination of the District insurance provider
and Medicare insurance. The District will be responsible for the value of such medical
coverage only to the extent it is provided to an individual, if the retiree has less than
twenty (20) years of service. The difference in cost between this individual plan and the
retiree-chosen plan for medical insurance will be the responsibility of the retiree.
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The District will be responsible for the value of such medical coverage only to the extent
it is provided to an individual and 50% the cost of one dependent, if the retiree has more
than twenty (20) years and less than thirty (30) years of service.
The difference in cost between this coverage and the retiree chosen plan for medical will
be the responsibility of the retiree. The District will be responsible for the value of such
medical coverage for the retiree and one dependent, if the retiree has more than thirty
(30) years of service. The difference in cost between this coverage and the retiree chosen
plan for medical insurance will be the responsibility of the retiree.

C. Life Insurance. The District will provide term group life insurance for all its Regular
Employees, and will pay for the premium according to the insurance policy applicable to
the employee for a benefit amount equal to 1.5 times the annual salary of the employee
rounded to the closest One Thousand Dollars ($1,000.00) with a maximum of
$100,000.00. Such life insurance will not be provided for temporary employees (see
Exhibit ‘A’ for current provider).

D

D. Employee Assistance Program. The District offers the benefits of an Employee
Assistance Program for all its employees. The program provides for six (6) free
consultations per person/per incident annually and unlimited 24/7 phone access
consultations (see Exhibit ‘A’ for current provider).

The General Manager or their designee will provide more detailed information on insurance
policies and benefits to the employee upon request.
4.05 Retirement. The District will provide “classic members” (as defined by CalPERS law) with
retirement benefits by contract with the Public Employees' Retirement System of the State
of California (CalPERS) in accordance with the Public Employee’s Retirement Law. Such
retirement benefits are to be based upon the pension formula of 2% @ 55 with the highest
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one (1) year compensation. The District will pay the full costs of membership for “classic
members” (hired prior to April 1, 2015) in CalPERS.
Any “classic members” hired after April 1, 2015 will pay all of the required employee
contribution subject to change based on the annual actuarial valuation performed by
CalPERS for the “classic member” plan. Should termination of employment occur, the
employee will be entitled to continue or transfer membership according to CalPERS
regulations.

RA
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The Public Employees' Pension Reform Act of 2013 (PEPRA) went into effect on January 1,
2013 and affects “new members” of CalPERS. PEPRA mandates the equal sharing of normal
costs between public employers and “new members.” The law specifically requires that “new
members” pay at least fifty (50) percent of the normal cost rate (subject to change based on
annual actuarial evaluation from CalPERS) for their defined benefit plans, and that
employers not pay any of the required employee contribution. PEPRA requires that the new
pension formula be provided to all new members (2% @ 62 with 3-year final compensation).
A “new member” includes an individual who becomes a member of a public retirement
system for the first time on or after January 1, 2013, and who was not a member of another
public retirement system prior to that date, and who is not subject to reciprocity with another
public retirement system. CalPERS will automatically provide all of the same optional
benefit provisions provided to the latest active benefit group effective on December 31, 2012,
to all “new members,” except to the extent an optional benefit is not permitted for new
members. Should termination of employment occur, the employee will be entitled to continue
or transfer membership according to CalPERS regulations.

4.06 Deferred Compensation Plan. On November 30, 1982 the District’s Board of Directors
adopted Resolution No. 82-83-14 implementing a Deferred Compensation Retirement Plan
in lieu of Social Security participation. On June 28, 1983 the District’s Board of Directors
adopted Resolution No. 83-84-03 that provided supplemental compensation in lieu of Social
Security contributions. Regular employees may defer any portion of their gross
compensation within the current limits of contributions. Any election to defer compensation
will be authorized by the regular employee upon initial hire and/or at the request of the
employee anytime thereafter.

D

4.07 Safety Shoes. The District will pay the cost of reinforced toe safety shoes (steel-toe or
composite) for maintenance, water supply and operations personnel, and for other personnel
requested to perform tasks, which, in the opinion of the General Manager, would require the
wearing of safety shoes in accordance with the current MOU.
4.08 Tuition Reimbursement. In accordance with the MOU, the District will reimburse an
employee for tuition and related fees paid for taking courses of study in an off-duty status if,
in the discretion of the General Manager, the subject matter content of the courses is
sufficiently closely related to the employee's present or probable future work assignments.
Limits to the amount of reimbursable expense may be set by the General Manager, but not
to exceed $2,000.00 per year. There must be a reasonable expectation that the employee's
work performance or value to the District will be enhanced as a result of the course of study.
Courses taken as part of a program of study for a college undergraduate or graduate degree
will be evaluated individually for job relatedness under the above-described criteria. To be
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eligible for reimbursement, the employee must both begin and successfully complete the
course while employed by the District.

D
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To apply for reimbursement, the employee must, before enrolling for a course, submit an
application by memorandum to their department head giving all information needed for an
evaluation of the request. The Supervisor may request such additional information as may
be deemed reasonable or appropriate. The department head will recommend approval or
disapproval and forward the request to the General Manager whose decision will be final. In
order to be reimbursed the employee's application for reimbursement must have been
approved in writing before enrolling in the course. If a course is approved and later found to
be unavailable, the employee may request approval for a substitute course, which may be
approved after enrollment. Within 30 days of completion of the course the employee must
submit to the General Manager a request for reimbursement accompanied by a copy of the
school grade report, showing a passing grade, a certificate of completion, or proof of
attendance. Reimbursement may include the costs of tuition and related fees, but may not
include costs of books or materials, if they become the property of the employee.
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EXHIBIT “A”
As of 04/01/20

Anthem Classic Plan (PPO), Anthem Cal Care Plan (HMO) and
Kaiser provided through the Association of California Water
Agencies/Joint Powers Insurance Authority.

2. Vision:

Anthem Classic Plan (PPO), Anthem Cal Care Plan (HMO) and
Kaiser provided through the Association of California Water
Agencies/Joint Powers Insurance Authority.

3. Dental:

4. Life Insurance:

Delta Dental of California provided through the Association of
California Water Agencies/Joint Powers Insurance Authority.

Standard Insurance Company provided through the Association
of California Water Agencies/Joint Powers Insurance Authority.
Managed Health Network, Inc. (MHN) provided through the
Association of California Water Agencies/Joint Powers Insurance
Authority.

D
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5. Employee Assistance
Program:

FT

1. Medical:
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Agenda Item: D-5
Date: 03/03/20
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Agenda Item: F-1
Date: 03/03/20
Weekly Water Report
New Hogan (NHG) TOC

As of:
Feb. 24, 2020
198,176

Storage:
Net Storage Change:
Inflow:
Release:

New Melones (NML) Allocation
Storage:
Net Storage change:
Inflow:
Release:
Source: CDEC Daily Reports

As of:
March 3, 2020
AF

153,065
+198
52
25

AF
AF
CFS
CFS

75,000

AF

1,947,984
-14,733
419
2,356

AF
AF
CFS
CFS

2,449

CFS

2,005
0
0
40
2,045

CFS
CFS
CFS
CFS
CFS

39
11

CFS
CFS

0
0
0
21
0
5
16
13

MGD
MGD
MGD
MGD
MGD

0
0
0
0
0
0

GPM
GPM
GPM
GPM
GPM
GPM

Goodwin Diversion (GDW)
Inflow (Tulloch Dam):
Release to Stanislaus River (S-98):
Release to OID (JT Main):
Release to SSJID (SO Main):
Release to SEWD:
Total Release
Source: Tri-Dam Operations Daily Report

Farmington Dam (FRM)
Diverted to SEWD:
Diverted to CSJWCD:
Source: USACE WCDS Hourly Report

Surface Water Used
Irrigators on New Hogan:
Irrigators on New Melones:
Out-Of-District Irrigators:
DJWWTP Production:
North Stockton:
South Stockton:
Cal Water:
City of Stockton DWSP Production:

District Ground Water Extraction
74-01
74-02
North
South
Extraction Well # 1
Total Well Water Extraction

Note: All flow data reported here is preliminary and subject to revision.
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Agenda Item: F-3a
Date: 03/03/20
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Agenda Item: F-3b
Date: 03/03/20

85

THIS PAGE
INTENTIONALLY
LEFT BLANK

86

Agenda Item: G-1
Date: 03/03/20
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Agenda Item: G-2
Date: 03/03/20
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