
MEMORANDUM OF UNDERSTANDING
BETWEEN

CITY OF SAIN GABRIEL
AND

SAN GABRIEL FIREFIGHTERS ASSOCIATION, LOCAL :I.197

PREAMBLE

Pursuant to the California Government Code Sections 3500, et. seq., representatives of the City of San

Giabriel, a municipal corporation, hereinafter referred to as the "City", have met and conferred with

rerpresentatives of the San Gabriel Firefighters Association, Local 2L97, h,ereinafter referred to as the
"l\ssociation", and have reached a Memorandum of Understanding; the prouisions of which are contained
herein. l t  is recommended that the City Council  of the City of San Gabriel alrprove said Memorandum of
Understanding and take such addit ional actions as may be necessary to implement the provisions thereof.

ARTICLE 1.. FULL UNDERSTANDING, MODIFICATION AND WAIVER

The part ies acknowledge that during the negotiat ions which resulted in this; MOU each had the ful l  r ight

and adequate opportunity to make dernands and proposals with respect to any subject or matter within
thre scope of representation, and that the understandings arrived at afterthe exercise of that r ight are set
fo,rth in this MOU for i ts duration, therefore constitut ing the complete and total agreement between the
City and Association with respect to wages, hours, and other terms and corrdit ions of employrnent. Any
prior or exist ing MOU between the part ies regarding any such matters are hereby superseded and
terrminated in their entirety.

l f  the City desires to change any matters in the scope of representation, the representativres of the
Association shall  have an opportunity to meet and confer with the representatives of the City concerning
thre proposed changes. All  benefits enjoyed by the employees at the present t ime, which are not included
in, nor specif ical ly changed by this MOU, shall  remain in ful l  force and effect during the term of this MOU.

ARTICLE 2. PROVISIONS OF LAW

It is understood and agreed that this MOU is subject to al l  current and future applicable Federal and State
laws and regulations. l f  any part or provision of this IVIOU is in confl ict or inconsistent with such applicable
provisions of those Federal or State enactments, or is otherwise held to bre invalid or unenforceable by
any court of competent jurisdict ion, such part or provisions shall  be suspended and superseded by such
applicable law or regulations, and the remainder of this MOU shall  not be affected thereby. l f  any
sr"rbstantive part or provision of this MOU is suspended or superseded, the part ies agree to reopen
negotiat ions regarding the suspended or superseded part or provision. The part ies hereto agree to refrain
fr,om init iat ing any legal action that would invalidate Art icles of this MOU.

ARTICLE 3. RECOGNITION

The part ies hereto agree that the Association is hereby recognized as the exclusive bargaining
representative for those employees with the job classif ications of Firefighter, Fire Engineer, and Fire
Captain.



ARTICLE 4. TERM

This MOU, when approved and rati f ied, shall  be effective June 28, 2OI4 and shall  remain in effect unti l
June  30 ,20L7 .

ARTICLE 5. SCOPE OF REPRESENTATION

It is mutually recognized between the City and the A,ssociation that the scope of representation of the
Ar;sociation shall  include, but not be l imited to: wages, hours, and otl ' rer terms and condit ions of
ernployment. However, the scope of representation shall  not include r:onsideration of th,e merits,
nc'cessity on organization of any service or activity provided by law.

Wfhenever the term "employee" is used in this agreement, the same shall  nrrean and refer to individuals
ernployed in job classif ications represented by the Ass<lciation.

ARTICLE 6. PAYROL,L DEDUCTION

It is agreed that Association membership dues shall  be deducted by the City from the pay warrant of each
represented employee who f i les with the City a written authorization requesting that such deduction be
made. Remittance of the aggregate amount of al l  membership dues deducted from the pay warrants of
thre employees shall  be made to the Association within thirty (30) days after the conclusion of the month
in which said membership dues were deducted. The City shall  not be l iable to the Association, employees,
or any party by reason of the requirements of this Art icle for the remittance of any sum other than that
constitut ing actual deductions made from employee wages.

ARTICLE 7. MANAGEMENT RIGHTS

All management r ights shall  remain vested exclusively with the City exceplt those which are clearly and
e>cpressly l imited or el iminated by this MOU. l t  is recognized by way of i l lustration that such management
rights include, but are not l imited to:

The right to determine the mission of the City, i ts advisory boards, and commissions and work
units.
The right of ful l  and exclusive control of the manragement of the City; supervision of al l  operations;
determination of the methods, means, and per:sonnel required to perform any and al l  work; and
the conrposit ion, assignment, direction, location, and determination of the size and mission of the
work force.
The right to determine the work to be done by the employees, includling establishment oif levels of
service and staff ing patterns.
The right to change or introduce new or improved operations, merthods, means, equipment on
faci l i t ies.
The right to prescribe quali f ications for employment and determine whether they are meU to hire,
set and enforce performance standards, and promote employees; to establish, revise and enforce
work rules; to schedule work t ime; to transfer, reassign, or layoff r:mployees; to determine thel
content of job classif ications; to suspend, reduce in step, demote, disrcharge or otherwise discipl ine
employees for cause; and, to otherwise mainta[n orderly, effective, elTicient operations.

a .

b .

c .

d .

e .



The City shall  extend an offer to the Association to nneet and confer on the impact on wages, hours, and
other terms and condit ions of employment of decisions made in the exercise of the preceding rights.

ARTICLE 8. EMPLOYEE RIGHTS

The City and Association agree not to discriminate, interfere with, int imidate, restrain, or coerce, any
ernployee because of the exercise of r ights protected by this MOU, section 3506 of the California
Grcvernment Code, and as may be established by judicial precedents.

ARTICLE 9. WORK DISRUPTION

The part ies agree that no work disruption of any kind shall  be caused or sanctioned by the Association
during the term of any agreement entered into by the part ies hereto. Work disruptions include but are
not l imited to: str ikes, sit-down, sick-out, stay-down, speed-up or slowdown in any operations of the
Drepartment, curtai lment of work, or disruption or interference with the ,operations of the City. The
Ar;sociation shall  discourage any such work disruptions, and shall  make posit ive efforts to effect the
cerssation of such activit ies.

The part icipation by an employee in conduct, which disrupts or detracts frr:rm the operation of the City,
shral l  be grounds for discipl inary action. The part ies agree that, in the absence of violations of this MOU by
the Association or members thereof, the City shall  insti tute no lockout of ermployees during the term of
this agreement.

ARTICLE 10. APPROVAL

It is understood that this Memorandum of Understanding hereafter referred to as, "MC)U", has been
presented to the members of the Association and rati f ied for submission to the City Council  for the
Council 's consideration/action. l t  is further understood that this MOU wil l  not be effective without the
approval of the City Council .

ARTICLE 11. COMPENSATION

Section 1. Base Salaries

Serlary Ranges: The base step ranges shown in Exhibit l t  shall  be applicable frcr the employee's base salary
for each classif ication to be effective as noted in said Exhibit.

Effective June 28, 2OI4, employees represented by the Association shall  receive a total base salary
increase of four and one-half percent (4.5%), comprised of a three percent (3%) base increase and a one
and one-half percent (1,.5%l external equity adjustment. Based on the agreed upon salary increase,
employees represented by the association shall  receive a retroactive salary adjustment ("retroactive pay")
to June 28,201"4.

Effective June27,2OI5, employees represented bythre Association shall  receive a base salary increase of
one percent  ( l%1.



E{fective June 25, 2OL6, employees represented by the Association shall  receive a base salary increase of
one percent  (L%).

Section 2. Special Pay

Paramedic Premium Pay: When assigned to perform the ful l  range of duties of a paramedic, an employee
in the Firefighter class wil l  receive a salary rate that is f i f teen percent (L5%) above his/her regulan
firef ighter rate of pay. Fire Captains and Fire Engineers who are cert i f iecl paramedics are required to
maintain sr"rch cert i f ication and to perform paramedic duties as a regular paft of their job. ln recognit ion
o' l '  these requirements the employee shall  be paid an addit ional 5% of his/her regular rate of pay,
Ernployees assigned to a 40 hour staff assignment may receive paramedic p'psrnlur pay at the discretion
o{'the Fire Chief.

Bi-Annual Paramedic Re-cert i f ication Pay: After an employee has been cert i f ied as a Paramedic and is
as;signed to perform said duties, he/she shall  be paid one hundred dollars (1i100.00) for each subsequent
re-certification.

Recall  Pay: When an employee working a 24-hour shift  schedule is cal led [n to work during his/her off
duty  hours he/she shal l  receive a min imum work t ime credi t  o f  four  (4)  hours.  Such min i rnum shal l  not
apply when the t ime worked constitutes an extension of the employee' 's regular shift  or when the
employee is required to begin his/her regular shift  at other than the regular :; tart ing t ime.

Arnbulance Pay: Employees classif ied as Firefighters on July I,2OO! and re,ceivingthe Amtrulance Pay of
2.5o/oshall  continue to receive said pay unti l  they are promoted to any class above the rank of Firefighter,
including but not l imited to Fire Inspector, Fire Engineer, Fire Captain and Fire Division Chief. Addit ionally,
for purposes of this provision, Firefighter/Paramedic shall  be deemed a profetssional class.

Education Pay: After two years of employment with the City, Firefighters, Fire Engineers and Fire Captains
wil l  be el igible for the fol lowing educational incentive program.

Employees with a Fire Off icer cert i f ication and 60 college units, apprroved by the Fire Chief, who
are not receiving education incentive for a degree shall  be paid an addit ional three percent (3%) of
the i r  establ ished sa lar ies.

Employees with an A.A. or A.S. degree in Fire Service or an approved job related major shall  be
paid an addi t ional three percent  (3%) of  the i r  establ ished sa lar ies.

Employees with a B.A. or B.S. degree in Fire Science or other approved job related major, shall  be
paid an addit ional six percent (6%) of their established salaries.

Employees with a Masters degree in Fire Science or other approved job related major, shall  be
paid an addit ional eight percent (8%) of their established salaries.

Bil ingual Pay: The City shall  pay one hundred (5100.00) per month to employees who can demonstrate a
ski l l  in Cantonese, Mandarin, Spanish or Vietnamese at the conversational level, or another language,
whtich the Department Head and City Manager have approved as being needed in the pnovision of safety



serrvices. In order to receive bi l ingual pay, the employee shall  satisfactori ly complete a conversational
f luency test in the language for which pay is requested.

Section 3. Acting A,ssignments/Pay

Employees assigned to perform duties al located to a prosit ion in a higher classif ication shall  receflve acting
pay in accordance with the fol lowing:

t. Time worked in an acting capacity must be fon a period of at least reight (8) consecutive working
hours.

2. The work assumed must be that of a budgeterJ posit ion performed in the absence of the regular
incumbent .

3. At least ninety percent (90%) of the employee's t ime must be spent in the performance of duties
appnopriate to the higher-level class.

4. Credit shall  not be given for any acting capacity work that is referenced in a class specif ication as
being appropr ia te to  the employee's  c lass.

5. Acting capacity work must be assigned in writ ing by someone having l lhe authority to do so.
6. Employees in an acting capacity shall  receive the appropriate step in the salary rangLr assigned the

posit ion being f i l led which ensures no less than a f ive percent (5) increase above the employee's
current monthly earnings, ( including any premium pays). Acting pay shall  begin on the 8th
consecutive working hour of an acting assignment and shall  be retroactive to the f irst working
hou r .

7. Employees who request temporary placement in a higher level posit ion for training purposes or
are part icipating in a training program involving work in an acting capacity shall  be inel igible for
acting pay.

8. Acting capacity assignments shall  be for a marximum period of ninety (90) calendar days unless
otherwise approved by the City Manager.

9. Employees assigned to an acting posit ion must meet at least the clesirable quali f ications of the
class to which the posit ion is al located.

Section 4. USAR Pay

With the approval of the Fire Chief employees quali f ied at the USAR Heavy Equipment level shall  be paid

Sli0/month. The Fire Chief shall  determine the number of employees who wil l  receive the pay subject to a
maximum of 6 employees per shift .

Section 5. Paramedic Coordinator

There shall  be created the assignment (not a classif ied posit ion) of Paramedic Coordinator. The
assignment shall  be compensated at 3% of the individual 's unadjusted base salary. Staff ing of the
assignment shall  be made in the sole discretion of the Fire Chief and for a duration in the sole discretion
of the Fire Chief. However, every two years or earl ier as may be solely deemed appropriate by the Fire
Chief, letters of interest in the assignment shall  be solicited and given consideration by the Fire Chief. The
so,l ici tat ion and consideration of letters of interest shall  not be a mandate that the incumbent in the
assignment be replaced.



The incumbent shall  have no property r ights in continuing assignment and shall  have no method of
contesting the manner in which the Fire Chief exerclses his staff ing discretion. The Fire Chief shall  have
sole discretion to abolish the assignment i f  and when the duties of the assignment are undertaken
through cooperative relationships with other jurisdict ions, or when in other circumstances, in the sole
discretion of the Fire Chief, the need for the assignment is deemed to be of nominal value.

The duties of the Paramedic Coordinator assignment are subject to variat iorn in the sole discretion of the
Fine Chief. ln general, an exemplar of typical duties are: oversight of the EIVIT-I and Paramedic programs

and provision of related training, ensuring compliance with county and sterte cert i f ication requirements
for provision of emergency medical services, investigating both internally ancl externally-generated service
complaints and other related duties.

Section 6. Longevity Pay

Each el igible public safety employee shall  receive longevity pay in accordance with the fol lowing schedule.
Eligibi l i ty for each t ier commences with the start of the init ial t ier level, for example, the start of the f i f th
yerar of employment. "Years of service" are defined as cumulative years of '  service in the employ of the
City of San Gabriel.

5-9 years of service

LO-1,4 years of service

L5 or more years of service

$500 per year

$7tio per year

SL000 per year

Longevity pay shall  be paid on a bi-weekly pay period b,asis.

Section 7. Deferred Compensation

The City shall  modify i ts plan documents to al low employees to borrow from their individual deferred
compensation accounts.

Section B. Uniform Allowance and Holiday Pay Reconsideration

The part ies have agreed to the method of uniform and holiday pay distr ibution as des;cribed herein, in
order to increase the probabil i t ies of CaIPERS considering such distr ibutions to be "compensation" for
purposes of CaIPERS computation of retirement benrefits. The City does not and cannot rnrake any
representations as to whether or not CaIPERS accepts the part ies' agreed upon method of uniform and/or
holiday pay distr ibution to be "compensation" for CaIPERS benefit  determination purposes.

Nonetheless, i f  during the term of this MOU, the Ass;ociation seeks and is in possessiorn of information
from CaIPERS to the effect that a different mode of uniform and/or holiday pay distr ibution l than that
whrich has been agreed upon by the part ies, shall  result in a CaIPERS deterrmination t lrat the alternate
distr ibution method is compensation, the City shall  at the Association's rerquest, reopen the meet and
confer process solely as regards the issue of method of distr ibution ( lump sum versus bi-weekly), and as tcr
no other issue.



Section 9. Deputy Fire Marshal Assignment

The part ies have agreed to requirements involving the Deputy Fire Marshial l  Posit ion which is attached
and incorporated herein as Exhibit B. At the request of either party, this section may be reopened to
discuss changes. Only changes agreed by both part ies wil l  be made during thr,e term of the MOU.

ARTICLE 12. SALARY RATES AND STEP ADVANCEMENTS

Section 1. Init ial Appointment

The rate of compensation in the case of init ial permanent appointment to any class l isted in the current
sarlary resolution shall  be at the minimum step in the range, provided that the City Manager may approve
a higher rate of compensation at any step within the range if  he shall  f ind that the person appointed
threreto is reasonably entit led, because of his/her experience or abil i ty, to a rate in any one of the steps
above the minimum or that is impracticable to obtairr quali f ied appointees at the established minimum
rate or at any one of the higher steps below the maximum.

Section 2. Compensation Upon Promotion

Wlhen an employee is promoted to a classif ication with a salary range higher than the range fclr his/her
fo,rmer posit ion, his/her new salary shall  be determined by selecting the step in the salary range fon
his/her new posit ion which is a minimum of two and one half percent (2 :L/z%l above his/her previous
rate of compensation. In no case shall  his/her new s;alary be lower than l i tep A of the new range nor
h igher than top s tep of the new range.

Notwithstanding anything contained in this Section, the City Manager may approve a higher rate of
compensation at any step within the range if  he shall  f ind that the person promoted thereto is reasonably
entit led, because of his/her experience and/or abil i ty, to a rate in any one of the steps above the
minimum or that i t  is impracticable to obtain quali f ied appointees at the esl.abl ished minimum rate, or at
any one of  the h igher  s teps below the maximum.

Section 3. Advancement Within Salary Range Adjustrnents

Advancement in rate of compensation of employees within their respectivr-. ranges shall  be based upon
the t ime served in their employment by the City of San Gabriel, satislFactory performance in such
ernployment, recommendation of the department head and approval of thel Personnel Director, f inancial
abil i ty of the City to make such adjustments and shall  be progressive as fol lorvs:

(A,)
(B )
(c)
(Dr)

"B" step upon completion of six (6) months continuous service in "A" step.
"C" step upon completion of twelve (12) months continuous service in "B" step.
"D" step upon completion of twelve (12) months continuous service in "C" step.
"E" step upon completion of twelve (12) months continuous service in "D" step.

An employee who was not granted a step advancement on his/her el igibi l i t ly date, may be reconsidered
for such advancement at any t ime prior to his/her next el igibi l i ty date.



ARTICLE 13. EMPLOYEE BENEFITS

Section L. Retirement

Retirement Formula - First Tier

Plan: The City agrees to maintain the California Public Employees' Retirem,ent System local safrety 3o/o dl
50 plan as set forth in Cali fornia Government Code Section 21362.2 with the single higlrest one year

carlculated as f inal compensation, fourth-level 1959 Survivor Benefit ,  and provide the fol lowing optional
benefits:

a. An increase in the Retired Employee Death Benefit  from 500 to 5,000 pursuant to Section 21623.5
of the California Government Code.

b. lmplementation of the "Postretirement Health Benefits" program pursuant to Section 22825.5 of
the California Government Code.

c. lmplementation of the "Mil i tary Service Credit as Public Service" provision pursuant t,o Section
21024 of the California Government Code.

l f  the Ci tye lects  not to  mainta in an act ive contractwi th  CalPERSfor  medica l  insurance under the PEMHCA
all employees and retirees wil l  receive the same benefit  formula provided in Government Code Section
2.-825.5 applied toward medical insurance premiums tor any new medical insurance plans contracted fon
by the City.

City Contribution: The City wil l  pay on behalf of al l  ful l- t ime employees an arnount equivalent to nine (9%)

o{'the salary of safety employees to the Public Employees Retirement System (PERS) in addit ion to the
regular employer contribution. Said amount wil l  constitute employer-paid rnember contributions (EPMC)
and wil l  be reported to PERS as special compensation for al l  employees.

Ern plovee Retirement Contribution

Effective July 14, 2072, employees shall  pay two-thirds (2/3) l i .e., six percent (6%ll of the required nine
percent  (9%) employee contr ibut ion on behal f  o f  the employee to CaIPERS, This  payment  shal l  be made
on a pre-tax basis.

Effective June L3, 20L3, employees shall  pay the entire port ion of the required nine percent (9%\
ernployee contribution on behalf of the employee to CaIPERS. This paymerrt shall  be nnade on a pre-tax
basis .

Retirement Formula - Second Tier

As soon as approval is granted by CaIPERS, the City shall  implement a "second t ier" retirement formula fon
those hired after the PERS Contract Amendment. Such new hires wil l  receive the same pension plan and
enhancements as pre-Amendment employees with the fol lowing exceptions:

2% @ 50 formula
Three-year average for pension calculation
Employees to pay L00% of the employee contribution



Employees currently on payrol l  who are promoted to sworn posit ions within the Fire Department shall
rertain their exist ing 3% @ 50 formula and single highest year pension calculation. Employees who are
hired from outside the organization shall  be placed on the "second t ier" formula.

Rr:t iree Medical Contribution: The City shall  continue its contribution of :$150.00 monthly toward the
purchase of retiree medical insurance for employees who retired prior to the effective date of this MOU
and employees who elect not to be covered under the Postretirement Health Benefits prograrn, should
thre retiree continue to use the City health care plan through PERS. Emplorlees who elect to be covered
urrder the Postretirement Health Benefits program shall  not be el igible for the S150.00 contribution.

Section 2. Life Insurance

Al l  employees shal l  receive term l i fe  insurance equal  to  the i r  annual  base sa lary .

Section 3. Flexible Benefit  Program

The Citywil l  contribute $1568 per month to each employeethrough a Flexible Benefit  Program in orderto
purchase basic medical, dental, and vision care benefits. Once the enrol lment requirements of oun
insurance providers are met, the employee has the option to receive any unspent funds as taxable
income.

Section 4. Uniform Allowance

The uniform allowance shall  be 5780.00. Uniform allowance shall  be distr ikruted in payrol l  checks, in the
sum of  S30 dur ing each pay per iod.

Serparate and dist inct from the $780.00 uniform allowance described above, and upon request from an
employee newly hired within this unit,  the City shall  fund the init ial new enrployee purchase of three (3)
day uniforrms, station work boots, belt/buckle, rain jacket, coat, and class "A" uniform. The newly hired
ernployee has the option of making said purchase and then being reimburs;ed by the City. Replacement
uni form equipment  shal l  be funded by the employee.

Section 5. After-Hours Education Reimbursement Program

The City shall  reimburse each ful l  t ime employee in accordance with the City's After-Hours I--ducation
Rc'imbursement Program. The City encourages and supports educatiorral programs which provide

ernployees the opportunity for personal career development, and directly hrenefits the City by increasing
technical and managerial competency of i ts staff.  Reimbursable costs may include tuit ion, texts, certain
material,  and fees for courses at an accredited College or University, whir:h are directly nelated to thel
ernployee's present posit ion or promotion with the City. Fees related to State cert i f ied classes in the area
ofpublic safety are also el igible. The Education Reimbursement Program is offered to ful l-t ime employees,
each year, not to exceed the tuit ion fees for three quarters (0-6 units per quarter) at the California State
University, Los Angeles. This amount wil l  be adjusted as necessary to match the tuit ion fees for three
quarters (0-6 units per quarter) at the California State University, Los Angeles. The employee must have
passed the course with a "C" or better grade. A completion cert i f icate may be substituted for a grade



rerport in a pass/fai l  or other non-graded courses. Said reimbursement shall  apply to approved courses at
an approved college, and approved college classes.

ARTICLE 14. OVERTIME

Drefinit ion: While the 48/96 schedule is in place for shift  employees, overrt ime is defined as al l  hours
actually worked in excess of one hundred eighty two (182) hours in a twentl/-four (2a) day work period. l f
the City Council takes action to terminate the 48/96 schedule overt ime wil l  b,e defined as al l  hours worked
in excess of trnro hundred four (204) hours in a 27 day work period. Overt inne for employees assigned to
other than shift  work shall  be those hours over 40 in a seven (7) day period. For purposes of overt ime,
paid leave t ime, with the exception of sick leave, wil l  be considered as t ime actually worked. Overt ime
sl"ral l  be reported in increments of f i f teen (15) minutes and is non-accumulative and non-payable when
incurred in units of less than f i f teen minutes. Overt ime shall  not affect lea'ue accruals. Time spent while
attending employee init iated training shall  not be considered as t ime worked for purposes of cromputing
overt ime. The City retains the right to require overt ime to be worked as necerssary.

Overt ime Compensation: Overt ime shall  be cornpensated at one and one-half ( l- t lz) t imes the
employee's regular rate of pay. Time for which the ernployee has received t i irne and one half,  shall  not be
counted as t ime worked for purposes of overt ime computations.

Payment: Payment for overt ime shall  be made on the f irst payday fol lowing;the pay period in which such
overt ime is worked, unless overt ime compensation cannot be computed urrt i l  some later date, in which
carse overt ime compensation wil l  be paid on the next regular payday after su,ch computation can he made"

Work Period: The work period for purposes of overt ime when the 48/96 sclredule is in place, established
for shift  employees covered by this MOU, is based on a twenty-four Q4 daV cycle.

Work Week: The average number of hours worked in a bi-weekly period for al l  ful l- t ime ernployees shall
be :

56 Hour Shi ' f t  Personnel
40 Hour Staff Employees:

l-12 Hours
80 Hours

7l( Part ial Overt ime Exemption: The City and Association agree to use the 7K part ial overt ime exemption.

Premium Pay: Premium Pay is the pay received for hours between one hundred ninety two (192) hours
worked and the one hundred eighty two (182) FLSA rnaximum regular hours that may be scheduled in a
tvuenty-four Qal day work cycle. l f  the City Council  takes action to terminate the 4t\/96 schedule
premium pay is the pay received for hours between two hundred sixteen (216) and two hundred foun
(204) hours,

Nrctwithstanding anything in this Agreement to the contrary, for purposes of premium pay if a 24 houn
shift employee uses sick leave during a 24 day work cycle and works over time during said cycle, such
overtime shall be counted as hours worked .
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ARTICLE 15. ATTENDANCE AND LEAVES

Section 1. Annual Vacation

Vacation is a r ight to a leave of absence with pay for the recreation and well being of the employee.
Accrued annual vacation may be used for sick leave purposes upon a special nequest by the employee and
with the approval of the City.

(1 ) Full-t ime employees shall  accrue vacation leave with pay in accordance with the fol lowing:

56 Hour  Shi f t  Employees 40 Hour St.aff Employees
Yelars of Service

L - 4
5 - 9
LO-L4
L5+

Annual  Accrual
(Hours)

L44
L92
216
240

Years of Service Annual  Accrual
(Hours)

103
137
L54
17L

r - 4
5 - 9
L O - 1 4
15+

(2) Vacation leave is credited to the employee's vacation leave account each pay period.

(3) The employee may take al l  credited vacation and, upon approval of his/her Department l ' {ead, any
accrued vacation. The t ime when vacation can be taken is subject to departmental rules and approval of
the employee's Department Head or designee.

(4) Upon approval of his/her departnnent head and the City Manager, an employee may carry over a
maximum of one hundred (100) hours (40 hour staff employee), one hundred ninety two (192) hours (56
hour shift  employee), of credited vacation to the succeeding year. Vacation t ime can be taken only as t ime
o{f except upon termination when al l  credited and accrued t ime shall  be paid at the ernployee's then
cLrrrent rate of pay.

(5) Holidays occurring while a 40 hour staff employee is on vacation shall  not be charged as vacation
t i lne.

(6) l f  a vacationing employee becomes i l l  or injured, the recovery t ime sharl l  not be charged as vacation
time upon verif ication of such i l lness or injury and upon recommendation of the Depantment l{ead and
approval  o f  the Ci ty  Manager .  l f  the employee becomes i l l  or  in jured whi le  o,n vacat ion, l .he t ime shal l  not
be charged as vacation t ime, but rather sick leave t ime upon verif ication.

(7) ln December 20L4, during a window of not less than one weel<, at the discretion and convenience
of the Finance Department, an employee may voluntari ly elect to be paid cash for up to rnaximum of f i f ty-
six (56) hours of accrued vacation. The cash pay out shall  be paid on the Decelmber 31-, 2Ot4 payrol l  check.

In the Fall  of 2015, during a window of not less than one calendar wr,.ek that wil l  be chosen at the
discretion and convenience of the Finance Department, but not outside six (6)weeks of the selected pay-
date, an employee wil l  be given the opportunity to voluntari ly elect to be paid cash for up to maximum of
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f i l ty-six (56) hours of accrued vacation. The cash pay out shall  be paid on the second regular paynoll  check
in November 2015

In the Fall  of 20L5, during a window of not less than one calend?r wr.a€k that wil l  be chosen at the
discretion and convenience of the Finance Department, but not outside six (5) weeks of the selected pay-

date, an employee wil l  be given the opportunity to voluntari ly elect to be paid cash for up tcr maximum of
f i l ty-six (56) hours of accrued vacation. The cash pay out shall  be paid on the second regular paynoll  checl<
in November 2016.

Section 2. Holiday Leave

Hrcl iday leave is paid at the employee's current salary, at a rate of 156 hours per year for 56 hour shift
employees, and a rate of Ll-1 hours for 40 hour staff employees. Holiday leave pay shall  be paid on a bi-
weekly pay period basis. Holiday pay is for holidays that have occurred in the preceding year and, when
appropriate, shall  be pro-rated in accordance with the employee's hire date and/or date of separation
fr,om service.

Section 3. Sick Leave

Purpose: Sick leave with pay shall  be granted to al l  ful l- t ime employees. Sick leave shall  not be considered
as; a r ight that an employee may use at his/her discretion, but shall  be al lowed only in case of necessity
and actual personal or family sickness or disabil i ty. Family is defined as arn immediate rnember of the
family; i .e., wife, husband, chi ld, stepchild, parent, brother or sister.

In addit ion to the above approved uses of sick leave, upon the approval of the employee's department
head, a maximum of twenty-four (24) hours may be used for bereavement purposes. This leav,e shall  be
permitted in the event of the death of the employee's spouse, chi ld, stepchild, parent, brother, sister, on
grandparent. Such leave shall  be in addit ion to leave granted under the Bereavement Leave Program.

Credit ing of Sick Leave: Upon completion of the f irst six (6) months of employment, each employee shall
be credited with; seventy-two (72) hours (shift  employee), f i f ty-one (51) hours (40 hour staff employee) of
sir:k leave. After the f irst six (6) months, sick leave shall  be credited at the rate of 5.5385 hours per pay
period for shift  employees and 3.9562 hours per pay period for 40 hour staff employees. Unused sick
leave shal l  be accumulated wi thout  l imi t .

Nrotice of l l lness or Injury: The Captain or designee must be notif ied at least one hour prior to the start of
the employee's scheduled tour of duty of an i l lness or injury that wil l  necessitate his/her absence. l t  is the
responsibi l i ty of the employee to keep the City informed as to a continued absence beyorrd the f irst day of
a prolonged i l lness or injury. A fai lure to do so may result in the denial of sicl< leave.

Review: The City may review and determine the justi f ication of any request for sick leave. At the request
of the City, a doctor's or dentist 's cert i f lcate or other adequate proof of i l lness or injury shall  be provided
by the employee in case of an absence involving more than 72 consecutive scheduled work hours.
Erridence substantiat ing the use of leave for tr ivial disposit ions, instances of misrelpresentation, on
viol3l ion of the rules defined herein shall  be grounds for discipl inary action.
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Pay for Unused Sick Leave Upon Retirement: Any penmanent employee retir ing from City employment
sl"ral l  be paid for thirty-three and one-third (33-1/3%) percent of his/her accumulated and unused sick
leave for wilr ich credit/compensation has not been received. Said compensation shall  be at the ernployee's
f inal rate of pay.

Sick Leave Buy Back Program: After the completion of one year of service, an employee has the option of

being paid for % of his credited but unused sick leave at his/her then current rate of pay. Such option

applies to the leave credited but unused during the 12 month period ending on October 31't of each year.

Lerave that is not paid off wil l  remain in the employee's sick leave bank. F ayment of unused sick leave

sl"ral l  be included in the L" paycheck in December.

Section 4. Industrial Injury

Wrhenever an employee is compelled to be absent { 'rom duty due to an injury arising out of and in the

course of his/her employment, compensation shall  be paid in accordance with and under prnvisions of the

Worker's Compensation Insurance and SafetyAct of the State of Cali fornia. Public safety employees who
qualify shall  receive ful l  pay up to (1) year pursuant to Labor Code Section 4850.

Section 5. Bereavement Leave

Time off in the event of bereavement may be granted with pay by the City Manager, per event, in the

event of death of an employee's wife, husband, chi ld, stepchild, parent, brother, sister or grandparent.

Bereavement Leave may not exceed 24 hours in duration for al l  employees except shift  employees
wherein said leave shall  not exceed 48 hours per event. Upon recommendation of the Department Head
and approval of the City Manager, nine (9) hours of bereavement leave prer event may be given for a
member of the family other than those l isted above. Shift  employees may bel given twenty-four (24) hours
per event.

Section 6. Jury Duty Leave

A ful l  t ime employee who is cal led to serve as a juror shall  be entit led to his/her regular rate of pay for the
hours of absence from work during which he/she is serving as a juror. As a condit ion of the receipt of said
pay, the employee shall  submit to the City a "Jury Duty Certi f icate" form stating the t ime served on jury

duty. Any Jury Duty pay, excluding travel expense reimbursements, received during the employee's
absence from work wil l  be turned over to the City.

Section 7. Witness Leave

Ernployees in permanent or probationary ful l  t ime posit ions shall  be entit lerd to a leave of absence from
work, with pay, when subpoenaed to testi fy as a witness. Witness leave shall  not be charged against any
accumulated leave balance and shall  be compensated at the employee's reg;ular hourly rate. Any witness
fees that are paid to the employee during his absence from work, wil l  be turned over to the City. Witness
leave wil l  be granted only for cases that the employee was a witness to while on duty or representing the
City.
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Section 8. Leave of Absence without Pay

The Personnel Off icer may grant an employee a leave of absence without pay for a period not to exceed
si:r (6) months. Any leave of absence for a period longer than six (6) months may be approved by the City
Council ,  but in no event shall  a leave of absence exceed one year, with the e;xception of mil i tary leave. Nct
such leave shall  be granted except upon written request of the employee, sett ingforth the reason forthe
request. Ttre approval wil l  be in writ ing. Upon expiration of an approved leave, the employee shall  be
reinstated to a posit ion in the class held at the t ime leave was granted or to a similar posit ion i f  the class
no longer exists. Failure of an employee on leave to report promptly at i ts expiration shall  be cause fon
discharge. An employee on leave of absence without pay shall  not receive or accrue employee benefits.

Section 9. Absence Without Leave

lf an employee does not report to worl< after an approved leave of absence and fai ls to contact the City
within twenty-four QD hours of the beginning of his/her scheduled shift  or is absent without leave fon
thrree (3) consecutive twenty-four hour shifts or three (3) consecutive workdays he or she shall  be
considered to have automatical ly resigned from the Cily service. Said employee shall  be provided with a
written notice of his or her resignation stating the facts support ive of the City's invocation of this section.
l f  the employee challenges the City's facts he/she shall  be given an informal opportunity to present his or
ht- 'r  version of the facts. The purpose of this informal hearing is to permit l the employer to mal<e factual
dc'terminations as to whether the employee has been on an unauthorized absence for three (3)

ccrnsecutive twenty-four (24\ hour shifts or three (3) workdays.

ARTICLE 16. SAFETY

Section 1. Safety Equipment

All  City approved, government mandated safety equipment, including the Safety Uniform Eloots, shall  be
sr"rpplied by the City at i ts expense. This equipment includes, but is not l imited to; turnout coats, turnout
pants, turnout boots, goggles, gloves, protective brush f ire clothing, self-contained breathing apparatus,
and hoods.

At the employee's request, and approval by the City, Safety Uniform Boots other than the City provided
b<lots that meet government mandated standards may be purchased. The City wil l  reimburse the
ernployee for the cost of the boots subject to a maximum reimbursement rcf 5235.00 per pair, per year,
unless otherwise approved by the Fire Chief.

Section 2. Physical Examination

At the request of the employee and on a voluntary basis, al l  f iref ighters in the Fire Department may be
reexamined for physical f i tness according to the fol lowing schedule:

1. Firefighters 45 years old and younger - once every 3 years.
2. Firefighters 46 years old and older - once every year.
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Section 3. PAC Testing

Unless otherwise mandated by regulatory agencies, the part ies agree upon adoption of the 2007-2009
MIOU by the Council ,  to el iminate PAC Testing ancl such testing shall  therefore not be a condit ion
precedent to assignment to a str ike team.

ARTTCLE 17. SHTFTS/'HOURS OF WORK

Section L. 56 Hour Week Employee

Standard Shift:  The standard shift  represents the t ime that an employee is regularly scheduled to work. A
rergularly scheduled shift  that commences before midnight and ends the fol lowing day shall  be reported,
forr payrol l  purposes, as t ime worked on the day the shift  bergan.

Standard Work Week: The Standard Work Week slral l  be f i f ty-six (56) lrours for safety suppression
personnel as that term is typical ly defined for f ire service suppression personnel. For FLSA purposes the
7l( exemption is used. The "Standard Work Week" shall  be forty (40) hours l 'or non-shift  personnel.

413/96 Schedule:

The San Gabriel Fire Department wil l  ut i l ize the 48/96 work schedule.

Wonk Feriod

The 48/96 schedule is a three platoon system in which eiach employee wil l  work two
consecutive twenty-four hour shifts for a total of forty-eight hours (one tour), and have
ninety-six consecutive hours off duty. A typical work scheduler is as fol lows:

X = work doy, O = day off XXTOOOOXXOOOO ( re peats ).

A "shift" wil l  consist of a 24 hour period.

Employees assigned to the 40 hour work schedule wil l  not be affected by this agreement.

D. In the event that a shift  is scheduled t<l work both December 24th and December 25th the
same year, the shift  assigned to work on December 23'o wil l  be rearssigned to work
December 24th. The shift  originally scheduled to work December 24th wil l  be assigned to
work on December 23'o.

E. Bargaining unit members in the clasr;if ications of Fire Fighter, Fire Enrgineer and Fire
Captain, who are not assigned to work 40 hours per week, shall normally work a 48/96
work schedule averaging 56-hour work week. This wil l be on a 24-hour shift basis and on a
24-day FLSA 7(k) work period. The wonk period shall begin at 8:00 a.m. after twenty four
24-hour shifts have been worked.

A.

B.

c.
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Lunch Period: Subjectto f ield condit ions and/or suppression or other emergencywork requirement, the
City agrees to provide: One (1) period, sixty (60) minutes in duration for the purpose of eating lunch
dur ing the s tandard dai ly  work per iod.

Shift Exchanges: Full  t ime employee:; shall  have t l ' re r ight to shift  exchanges with approval of the
immediate supervisor. Repayment of shift  exchanges shall  be the sole res;ponsibi l i ty of the employees
exchanging shifts.

Section 2. 4.0 Hour Staff Employee

Work Period: The work period for ennprloyees represented by Local2!97 rnrho are assigned to a 4O-houn

staff assignment shall  be eighty (80) hours of work over nine (9) work days ("9/80" schedule) in the

fo,urteen (1a) day pay period. The empklyee's day off shall  be determined b11the Fire Chief, and is subject

to change due to the needs of the department, with thirty (30) day notif ication to the employee. The 40

h<lur employee wil l  work eight (8), nine (9) hour days, and one (1), eight (8) hour day, with the employee

being al lowed one 30 minute, unpaid lurnch period, and two L5 minute, paid breaks each day.

Hrcl idays: 40 hour staff employees shall  be granted al l  hol idays recognized lby the City with no deduction

in pay. Holiday leave pay shall  be paid pursuant to Art icle 15, Section 2.

Conversion of leave banks: When a 56 hour shift  employee is reassigned to ia 40 hour staff prosit ion, hours

in the employee's sick leave and vacation leave banks shall  be converted by mult iplying bank hours by

40/56ths, ar ,7143. Upon return to a 56 hour shift  assignment, al l  hours in the 40 hour staff employee's

bank shall  be converted by mult iplying the total by 1.4.

Special Pay: 4.0 hour staff employees shall  receive the fol lowing Special Pay incentives, as described in

Article 11, Section 2: Bi-Annual Pararnedic Recert i f ication Pay, Recall  Pay, Education Pay, and Bil ingual

Pay. Paramedic Premium Pay may be provided atthe discretion of the Fire Chief, and with the approval of

thre City Manager, based upon the nature of the employee's assignment.

Paramedic Recert i f ication Reimbursement: 40 hour staff employees shral l  be reimbursed for costs

as;sociated with paramedic recert i f ication.

ARTICLE 18. STAFFING

The City and Association agree that considering services, equipment, and operational demands that
maintenance of the station staff ing as outl ined below is in the best interest of the City.

SEIon s.1

One (1)  F i re  Capta in or  qual i f ied move up
One (1)  F i re  Engineer  or  qual i f ied move up
One (1) Firefighter
Tlvo (2) Firefighter Paramedics
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ftAlion 52

One (1)  F i re  Capta in or  qual i f ied move up
One (L)  F i re  Engineer  or  qual i f ied move up
One (1) Firefighter Paramedic

However, i t  is also agreed that there may be situations that wil l  require changes in station staff ing.
Ar:cordingly, the City reserves the right to effect changes as necessary to address such situations with the
urrderstanding that the staff ing of any in-service engine wil l  not be less than the fol lowing:

One (1-) Fire Captain or quali f ied move up
One (L)  F i re  Engineer  or  qual i f ied move up
One (1) Firefighter

ARTICLE 19. PROBATIONARY PERIOD

New hire employees shall  serve a one (1) year probation. This probation shall  consist of at least one
hr.rndred t\/enty two (122) shifts of work. Leave t ime of any type (paid or unpaid) shall  not count toward
time served or shifts worked.

Promotional probationary employees shall  serve a six (6) month probation. This probation period shall
consist of sixty-one (61) shifts of work. Leave t ime of any type (paid or unpaid) shall  not count toward
tinne served or shifts worked.

ARTTCLE 20. PROMOTTONAL TESTS/PARAMEDIC/ErvrTl

Section L. Promotional Test Schedule

Promotional tests shall  be completed by the end of October every other year for t l"re classes of Fire
Engineer and Fire Captain or as needed to establish l ists for promotions and quali f ied move up. The City's
Personnel division wil l  complete the process and cert i fy an el igibi l i ty l ist by October 31 of each year.
Examinations wil l  be scheduled at the convenience of the City after giving due consideration to the
interests of the candidates to the extent possible while st i l l  complying with the October !]1 deadline. l f  an
event occurs outside of the City's control which impacts the examination pnocess, such as an emergencv
condit ion or the f i l ing of a grievance or legal action by one or more of the candidates, the City shall  be
urrder no obligation to adhere to the above t imeframe. Likewise, the elxamination schedule can be
modif ied to address anticipated or ongoing personnel vacancies.

Section 2. EMT L Certif ication/Paramedic Licensure

All employees shall  be required to possess a current EMT L cert i f ication valid in the Sl.ate of Cali fornia,
unless their job descript ion is Firefighter/Paramedic. Al l  Firefighter/Paramedics shall  be required to
possess and maintain a current, val id Cali fornia Paramedic l icense and accneditation by the Los Angeles
C<lunty Department of Health Services.
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ARTICLE 21.  PERSONAL AUTOMOI} ILE MILEAGE REIMBUIRSEMENT

Mileage compensation for authorized travel of City ernployees and off icials kry private automobile shall  be
paid at the rate designated by the lnternal Revenue S,ervice. Mileage reimbursement wil l  be paid on the
distance between the employee's home and the destination point of the aruthorized travel, or between
the workplace and the destination point of the authorized travel, whichever i is less.

ARTICLE 22. DISCIPLINARY ACTIOI\I AND ADMINISTRATIV'E REVIEW

Section 1. Discipl inary Action

Discipl inary action refers to actions by management directed to the modil ' ication of empiloyee conduct
that is contrary to the best interests of the public service. l t  is primari ly cornective in nature ancl taken in
response to acts or a fai lure to act on the part of the employee. Discipl inary action does not include
performance counseling and/or evaluations, demo't ions, pay reductions or layoffs result ing from

organizational or service changes. The fol lowing discipl inary actions may be taken against an employee:

A. Oral and Written Reprimands: Informal (oral) <lr formal (writ ten) notif ication of pelrformance or
conduct deficiencies.

B.  Suspension:  An involuntary absence wi thout  pay.
C. Salary Reduction: A reduction in pay from the c'mployee's current str:p within a pay range to any

lower step within that same range as provided in the Compensation Plan.
D. Demotion: Involuntary movement from a posit ion in one class to a posit ion in another class having a

lower salary range.
E. Dismissal: Discharge from the City service.

Section 2. Cause fon Discipl inary Action

The fol lowing is a nonexclusive l ist of the more common causes for discipl inary action:

A. Violation of City policies, ordinances, rules, and rregulations.
B.  Fai lure to  mainta in job per formance standards.
C Fai lure to  mainta in an adequate personal  appearance.
D, Lack of cooperation and courtesy.
E lnsubord inat ion
F. Carelessness
G. Punctuali ty and/or attendance problems.
H" Violation of a safety rule.
l .  Failure to maintain prescribed records (i .e., falsifying, concealing, misusing, muti lat ing, or removing)
J. Wil l ful concealment of pert inent information from supervisors.
K. Physical abuse or threats directed at supervisors, co-workers, or the public.
L. Sexual harassment.
M. Wil l ful damage or theft of City property or property of others.
N Being under the inf luence of alcohol while on dul.y.
O. Using, possessing, or being under the inf luence of i l legal drugs or narcotics while on duty.
P. Convict ion of a felony.
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a.
R.
s.

Commission of acts that would bring discredit on the City.
Unauthorized use of a City posit ion for personal 6;ain.
Lying to a City representative regarding City business or issues relating to his or a fel low employee's
conduct  or  employment .

Section 3. Notif ication of Proposed Discipl inary Action

An affected employee shall  be given prior writ ten notice of a proposed discipl inary action, except
reprimands, unless the good of the service demands that such action be tal<ren immediately. Notif ication
shral l  include a statement of the proposed action, reasons therefore and materials support ive of the
action.

Section 4. Administrative Review

Right to Administrative Review: Any permanent employee shall  have the right to an administrative review
by the City Manager of a discipl inary suspension, salary reduction, demoti<ln, or dismissal. Such review
wil l  be conducted prior to the effective date of the discipl inary action unless emergency circumstances
justi fy an effective date that makes prior review unfeiasible. In this event, t lre review shall  be conducted
within a reasonable period of t ime after the effective clate of the discipl inary action.

Upon notif ication of a proposed or immediately after an effected discipl iniary action the elmployee mav
request a review of the matter by the City Manager. lSuch written request; (a) must be submitted within
10 business days of the notif ication or action, (b) be directed to the Personnel Director, (c) include a
statement of disputed issues, (d) the employee's posit ion on each issue, and (e) action desired.

The employee's request plus al l  relevant forms, reports, records, and documents shall  be submitted to the
City Manager. The City Manager shall  conduct such investigation deemed advisable. At the conclusion of
thre Manager's review and within 20 business days frorn receipt of the employee's request, the Managen
sl"ral l  give his decision in writ ing to the employee.

For  the purpose of  th is  sect ion,  a  bus iness day shal l  be def ined as Monday through Fr iday when Ci ty  Hal l  is
open for business. Days upon which City Hall  is closed for business (krol idays, etc.) shall  rrot be considered
a business day.

Arr employee has the right to be represented in the Administrative Review.

ARTICLE 23. COMPLAINT AND GIRIEVANCE PROCEDURIi

Section 1. Purpose of Complaint and Grievance Procedure

It is the City's purpose to provide an effective and acceptable system rruhereby employees can seek
resolution of grievances or complaints on matters alffecting their jobs. All levels of aclministration and
supervision are expected to inform and encoura€le employees to disr:uss matters affecting thein
ernployment.
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Section 2. Definit ions

Complaint: An al legation or charge that a wrong has been committed.
Complaint Frocedure: The process by which a deternnination is made as to whether or not a \r/rong has
been committed.
Gnievance: An expressed claim by an employee that the City has violated, misinterpreted or misapplied an
obligation to the employee imposed by City Ordinances, Rules or Regulations.
Gnievance F'rocedure: A structured method for resolving grievances.
Representative: A person who at the request of the employee or managern,ent is invited to part icipate in
grieva nce conferences.

Sect ion 3.  Compla int  Procedure

Step 1
The employee should review any complaint with his supervisor. The supervisor is required to revlew every
complaint and attempt to sett le i t  as quickly and fair ly as possible.

Step 2
lf the action taken by his immediate supervisor is not satisfactory, the emplo'yee may take his cornrplaint to
successive levels of supervision as determined by the chart of organization.

Section 4. Grievance Procedure

Step 1
The employee shall  inform his supervisor of his grievance and relevant facts within ten business days aften
the employee knew, or in the exercise of reasonable di l igence should haver known, of the events giving
ri: ;e to the grievance. At least one conference shall  be held between the employee and his immediate
surpervisor within two business days after the employee has expressed hris grievance. The immediate
supervisor shall  advise the employee of his decision within two business days; fol lowing the conference.

Step 2
lf the grievance is not resolved in Step L, the employee shall  put the grievance in writ ing and submit
copies to his immediate supervisor and department head not later than f ive business days fol lowing
completion of Step 1. The written grievance shall  include a citat ion of the sections of the ordinance on
rules and regulations al leged to have been violated and remedy sought by tfre employee. The department
head shall  review the grievance and, i f  requested by the employee, meet with the employee to discuss the
grievance. ' fhe 

department head shall  give his writ ten decision to the employee within f ive business days
from receipt of the grievance.

Step 3
In the event the grievance is not resolved in Step 2, the employee may submit his grievance to the City
Manager not later than f ive business days fol lowing completion of step 2. T'he City Manager shall  review
the grievance and give his writ ten decision to the employee within ten business days from receipt of the
grievance.
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Step 4
lf the grievance is not resolved in Step 3, the employee may
referred to the Civi l  Service Commission. Such request shall
receipt of the decision in Step 3.

request, in vurit ing, that the grievance be
be made within f ive business days after

A.

B.

Section 5. General Provisions

No retr ibution or prejudice shall  be suffered by employees making use of the grievance or
complaint procedures.
Forms for f i l ing and processing grievances and other documents necessary under these procedures

shall  be prepared by the Personnel Director and given appropriate disltr ibution.
Failure at any step of this procedure to communicate the decision on the grievance within
specif ied t ime l imits shall  permit the aggrieved employee to proceed to the next step.
The grievant may be required to be present at any step in the grievance procedure.
Failure at any step of this procedure to appeal a decision on a grievance within specif ied t ime
limits shall  constitute a declining of further appeal and render the decision rerached in the
preceding step f inal.
The t ime l imits specif ied at any step in this procedure may brre extended by the City to
accommodate work schedules or by mutual agreement.
The employee has the right of representation beginning with Step 2 of the Grievance Procedure.
The grievant may use a reasonable amount of work t ime as determined by his department head in
discussing and presenting his grievance.
lf  an employee's grievance involves charges against his supervisor or department head al leging
sexual harassment or improper actions pursuant to Section 53296, et seq, of the California
Government Code he/she mav request that the grievance procedure be init iated at Step 3.

c.

D.
E.

F.

G .
H .

t .

ARTICLE 24. RULES AND REGULATIONS

The Association agrees that the City of San Gabriel Civi l  Service Rules and Regulations and the provisions
o{' Resolution O2-L2, excepting contrary provisions included herein, as they pertain to represented
ernployees are and shall  remain in ful l  effect.

The part ies agree to reopen this MOU to discuss the Civi l  Service Rules and Flegulations and the provisions
ofResolution 02-12. The part ies acknowledge that thris reopener does not obligate the City to change
andf or modify any provision of the MOU during the trerm of this contract. ,Any changes/modif ications to
the MOU as a consequence of this reopener must be by mutual agreement. The fai lurer to reach mutual
a€ireement is not subject to the MOU grievance process; unfair labor practice proceedings before the
Pttbl ic Employment Relations Board; and/or proceedings in the Superior Court.

ARTICLE 25. COMPENSATORY TIME OFF

Bargaining unit members can earn compensatory t inne off to a maximum of 120 hours. Compensatory
tirne off shall  be earned at the same rate and in the same way as overt ime. Compensatory t ime off may
betaken at the d iscret ion of  the depar tment .  Uni t  memberswi l l  not  be denied use of  compensatoryt ime
off where such use wil l  not require the City to pay overt ime to f i l l  the vacancy. Once compensatory t ime
off is approved it  cannot be revoked later than 14 days before the date i t  is to be taken, except in cases of
ernergency 

u.



ARTICLE 26. OVERTIME POLICY

Purpose
O'rrert ime may be necessary to adequately staff emergency apparatus, or to maintain staff ing levels for
ernergency or potential emergency situations. The Department maintains the right to establish minimum
staff ing, and hire to that level, based on; current need; Memorandums of Understanding; federal, state
arrd local mandates; emergency situations; and other situations, where staff ing is needed.

When overt ime is needed, the policy is to offer the overt ime on as equitalble a distr ibutio,n as possible,

kereping in  mind Depar tment  need.

Policy
1.. l t  wil l  be the responsibi l i ty of the on duty Fire Division Chiel to mainrtain adequate staff ing and to

determine when overt ime wil l  be needed to reach that level.
2. When the Fire Division Chief determines that overt ime wil l  be needed, he/she uri l l  cause tha't

posit ion to be f i l led, as soon as possible, based on the fol lowirrg;
a) An Electronic l ist or card f i le wil l  be maintained which includes al l  members' names sorted

by rank, shift  and number of Overt ime hours worked.
b) The posit ion that creates the overt ime (posit ion that drops st;aff ing below thel minimum, as

determined by the Fire Chief or his designee) is the posit ion that is f irst contacted to f i l l  the
overt ime. (The rank of the person scheduled for that posit ion is not the basis for the
overt ime preference.)
L. Example 1: l f  a Captain is on vacation and a FF/PM is scheduled to f i l l  his posit ion

per the roster, and that FF/PM calls in Sick Leave, t l"re Captains wil l  be contacted
first to f i l l  the overt ime need. l f  no Captain agrees to work overt ime, an Acting
Captain from the same shift  on cluty wil l  f i l l  the Captain's posit ion, and that person's
posi t ion wi l l  be f i l led.

2. Example 2: l f  a Captain is on vacation, an Engineer is on sick leave and a FF/PM
becomes the second person to cal l  in sick, then an acting captain on that shift  wil l
move up to the posit ion of captarin and an acting engineer wil l  move up to engineer.
The person that is cal led for the overt ime wil l  then be a FF/PM.

c) Call  order (the offering of voluntary overt ime) wil l  be basred on number of "voluntary
overt ime hours worked" and the posit ion that needs to be f i l led. Personnel quali f ied fon
the posit ion wil l  be called based on nurnber of hours workecl in the period. Persons with
the least number of voluntary hours wil I  be contacted f irst.

d) Voluntary overt ime hours worked wil l  not include; mandatory overt ime (see "Force Hire"
policy), required meetings or classes, and overt ime periods les;s than 8 hours.

e) When an individual accepts a voluntaryr overt ime (more than 8 hours) those hours wil l  be
added to the to ta l .

f) Voluntary hours worked wil l  be "zeroed out" twice a year, on . lanuary 1 and July 1.
g) Once an individual accepts overt ime, those hours wil l  be added to his/her total. l f  an

individual cancels oventime, for any reason, those hours wil l  be counted, as i f  they had
been worked. l f  the Department carrcels the overt ime, t lhose canceled hours wil l  be
deducted from the individual 's total.

h) For immediate need or continuity the Fire Division Chief maintains the prerogative to f i l l
overt ime based on proximity to the works site, the individual 's involvement in a project or



program, or other Departmental needs. The decision to deviate from the above policy wil l
only be made by the Fire Division Chief or Acting Fire Division Chiel and wilI  only be used
for bona f ide Operational/Divisional reasons.
Based on minimum staff ing levels and/or the inabil i ty to f i l l  posit ions on a rank for rank
basis, i t  may be necessary to f i l l  vacancies with acting posit ions. Preference for f i l l ing acting
posit ions wil l  be to f irst use individuals on a current el igibi l i ty l ist.  Second preference is
individuals that are determined quali f ied in the posit ion bythe Fire Division Chiefs.
Force Hire overt ime does not count towards an individual 's total hours worked.
"str ike Team" or "single resource" overt ime hours are considered voluntary overl l ime, and
wi l l  be added to an ind iv idual 's  to ta l  hours worked.
Any incident (not including a str ike team or single resource callout) that goes breyond an
individual 's duty shift  wil l  not count toward an individual 's total hours worked, even when
they exceed the min imum 8 hours.

Contact Procedures
L. The penson responsible for f i l ing overt ime posit ions wil l  make "good faith" attempts to contac't

personnel  based on the i r  p lace on the over t ime l is t .  Th is  inc ludr :s  ca l l ing home and mobi le
phones.
All  contact, or non-contact, information wil l  be noted on the overt imel l ist.
l f  the Fire Division Chief or his designee is unable to f i l l  a posit ion with a voluntary overt ime,
he/she wil l  f i l l  the posit ion using the "Force Hire" policy.

i )
k)

r)

2.
3 .

Sprecial Events Overt ime
t. A separate card f i le for "special Events" wil l  be kept with the other ov'ert ime f i le.
2. Procedure for "Special Events" is as fol lows:

a )
b )

c)

d )
e )

Personnel wil l  be offered "special Event" overt ime as it  is; requested through City l ' {al l .
Each day/event wil l  be considered a separate detai l  with serparate offers being made as
appropriate.
An individual may turn down one special event overt ime wit l"rout having their card moved.
A person's card wil l  be moved to the rear of the f i le i f  they accept an event lasting 6 hours
or longer, or on the third consecutive refusal.
An individual must accept the entire offer only. No request to spl i t  the offer wil l  be al lowed
lf an individual cancels a Special Event overt ime, for any reason, those hours wil l  be
counted, as i f  they had been worked. l f  the Department cancels the overt ime, the
indiv idual 's  card wi l l  be p laced back in  i ts  or ig ina l  pos i t ion,  and the hours wi l l  be removed
from their record.

SAN GABRI EL FIREFIGHTE RS, ASSOCIATIONCITY OF SAI{ GABRIEL

Dated: tzf tu {z^rr- Dated: tZl4,N- t l -
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Exhibiit A

Effective June 28, 20X.4

A B c D E

Fire Capta in 5t,t69 57,527 s7,903 $8,299 59,774

Dr-.puty Fire Marshal 57,t69 5t,s27 S7,903 s8,299 58,714

Fine Engineer s6,065 s6,36t3 s6,687 57,02t $7,372

Finefighter Ss,2s8 S5,52t 55,797 s6,087 56,392

Effective June 27, 20L5

A B c D E

Fine Captain 57,24a 57,60',2 s7,983 sg,3g2 S8,8oi-

Dc.puty Fire Marshal 57,240 $7,60',2 S2,983 sg,3g2 $8,80t

Fine Engineer 56,L26 $6,43:t- 56lsq s7,091 57,446

Finefighter 55,311_ 5s,sll S5,855 s6,148 S6,456

Effective June 25,20L6

A B c D E

Fine Capta in s7,313 57,6713 s8,062 s8,465 58,889

Dr-'puty Fire Marshal s7,313 s7,67i3 s8,062 s8,465 58,889

Fine Engineer s6,187 s6,496 $6,821 57,162 $7,52O

Finefighter s5,364 55,63:Z s5,914 s6,210 56,520
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Exhibfrt B
Effective July 7, 201.2

Deputv Fire Marshal Posit ion

Assignment to be from the Captain Rank

Full duty posit ion

Shall not work in a 56 hour capacity except for Saturdays and Sundays. Shall  not be used to f i l l  a

f loor posit ion except in the instances of a City or area emergency that effects the operational

integrity of the organization and staff ing needs cannot be otherwis;e mit igated through normal

overt ime hir ing practices. Emergency in this case is to be understood as exigent circumstances

affecting the immediate or local abi l i ty to respond appropriately to 9111 calls for service.

The overt ime rate for working on the f loor would be the 56 hour rater, and we would use the FLSA-

appnoved formula to blend the rates when appropriate. The Captain in DFM assignment wil l  be

put into the rotation for overt ime assignments on the weekend to the same extent other Captains

are offered overt ime. Overt ime worked in the DFM assignment wil l  be converteld to 56 hour

overt ime to determine el igibi l i ty for weekend overt ime in comparinlg to other Captain's overt ime

levels.

Vacation selection l imited to L5 consecutive work days per selection.

2 years is  the maximum amount  of  t ime in  the DFM posi t ion.  However ,  member in  the posi t ion has

first choice of extending t ime in the assignment. l t  wil l  be at the Firre Chiefs discretion to remove

member at any t ime prior the completion of the 2 years.

Member going into the rotated posit ion has 1 year transit ion pelr iod with the current DFM.

Transi t ion ing member wi l l  cont inue to  work as a 56 hour  capta in on Engine 51 dur ingth is  per iod

Carry-over of paramedic pay, USAR pay, education bonus, bi l ingual pery.

DFM to receive Premium pay. Adjustments shall  be made to ensure PERSable incorne wil l  not be

lost. (Administrative Captain pay increase may be required to ensurre no loss of PERSable income

when member makes transit ion from 56 hour week to 40 hour week.] l

DFM responsible for plan review on small residential and commercial projects. Department shall

out source plan review on large, mult i  storied commercial projects.

Testing to remain in house.

DFM quali f ication wil l  require that the candidate take, successful ly lrass the Captain examination

and be promoted to the rank of Captain.

Highly desirable classes shall  be l isted on the Job f lyer.(Fire Prevention 1-A, l-8, 1-C.)

Unless the DFM volunteers, he/she shall  not be left in that posit ion after 2 yelar assignment is

completed.

Only Captains promoted after March L, 2OO9 wil l  be included in the DFM rotation. However, any

Captain pronnoted before March t,2OO9 may volunteer to be included in the DFM rotation. In the

event a volunteer for the DFM assignment is not found, the Department shall  assign Captains in

the order they were promoted after March 1, 2009. No Captain shall  be required to do a seconcl

a

a

a

a

a

o

o

o
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tour in the DFM assignment unti l  after ALL Captains promoted after March 1-, 2009 have done at

least one tour.
o Fire Captain Job f lyer to address/define DFM Posit ion, Typical Duties, Qualif ications, including:

Educational/Experience, License/Certi f ication requirements, Desirable Qualif ications.

DEFINITION
Urrder general supervision, part icipates in a variety of highly technical f irel prevention, inspection, and
code enforcement programs for industrial and comrnercial establishments and places of public assembly;
establishes and coordinates f ire prevention and education programs; perfornns related duties as required.
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