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MEMORANDUM OF UNDERSTANDING
Between
THE CITY OF BELL
And
BELL CITY EMPLOYEES ASSOCIATION
July 1, 2024 — June 30, 2027

ARTICLE I - RECOGNITION

Section 1. Parties. Pursuant to the provisions of the Meyers-Milias-Brown Act, Government
Code Section 3500 et seq. (“MMBA™), the City of Bell (“City”) has heretofore recognized the Bell
City Employees Association (“Association”), an unincorporated association, as the recognized
employee organization for the Confidential Unit, the Professional Unit and the Miscellaneous Unit,
excluding part-time employees in those classifications (hercinafter “represented employees™ or
simply “employees”). The current classifications within each represented unit are set forth in the
Attachment “A” hereto and may be modified in the future pursuant to the City’s Employer-
Employee Organization Relations Resolution (currently Resolution No. 87-46). Represented
employees assigned to work in the City Manager’s office may be designated as “Confidential”
employees by the City Manager and shall then be part of the Confidential Unit, including but not
limited to any management analysts or clerical support classifications.

Section 2. Association Membership. The parties agree to protect the rights of all employees
hereby to join and/or participate in the protected activities in accordance with the MMBA and the
City’s Employer-Employee Organization Relations Resolution, or to refrain from same.

Section 3. Association Representative Release Time. Pursuant to the MMBA, the City shall
allow a reasonable number of Association representatives reasonable time off without loss of
compensation or other benefits when: (1) formally meeting and conferring with representatives of
the City on matters within the scope of representation; (2) testifying or appearing as the designated
representative of the Association in conferences, hearings, or other proceedings before the Public
Employment Relations Board (“PERB”), or an agent thercof, in matters relating to a charge filed
by the Association against the City or by the City against the Association; (3) testifying or
appearing as the designated representative of the Association in grievance or disciplinary appeal
matters.

Section 4. AB 119. Pursuant to AB 119, the City agrees to provide no less than ten (10)
calendar days notice to the Association in advance of any new employee orientation(s) and provide
the Association access to the orientation(s). Orientation refers to any onboarding process, whether
in person, online or through other means. In accordance with Government Code Section 3557,
access shall be determined by mutual agreement betwcen the City and the Association. Access
could be effectuated by representational attendance or correspondence, although the parties’
preference is generally correspondence over representational attendance. The Association shall
advise the City reasonably in advance of any orientation as to the type of access requested.

The City agrees, pursuant to AB 119, to provide the Association with the name, job title,
department, work location, work, home, and personal cellular telephone numbers, personal email
addresses on file with the City, and home address of any newly hired employee within thirty (30)
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days of the date of hire. The City also agrees to provide the Association with a list of the foregoing
information for all bargaining unit employees at least once every one hundred twenty days (120)
at the Association’s written request.

Notwithstanding the foregoing, in accordance with Government Code Section 6254.3(a)(3), the
City will not provide the Association with the home address or any phone number on file with the
City of any employce performing law enforcement-related functions. For purposes of this
Memorandum of Understanding (referred to herein as either the “MOU?” or the “Agreement’), “law
enforcement-related functions” includes any City police department employee and any City code
enforcement officer. In accordance with Government Code Section 6254.3(c), the City will not
provide the Association with any home address, home telephone number, personal cellular
telephone number, or personal email address of any employee who has made a written request to
the City regarding non-disclosure of said information (except, with respect to personal email
addresses, as may be necessary to comply with the Public Records Act).

ARTICLE II -NONDISCRIMINATION

The parties agree that they shall not discriminate against any employee or applicant for
employment because of such person’s race, religious creed, color, national origin, ancestry,
physical disability, mental disability, medical condition, genetic information, marital status, sex,
gender, gender identity, gender expression, age, or sexual orientation or any other protected
characteristic set forth in California Government Code Sections 12940-12951 (otherwise known
as the California Fair Employment and Housing Act (“FEHA”).

ARTICLE III -SALARIES/COMPENSATION

Section 1. Base Salaries. The salaries in effect for all Association represented employees are
effective on the second pay period following the date of the ratification of this agreement, as set
forth in the City of Bell Resolution No. 2024-58. The base salary shall constitute the salaries listed
in Attachment “B” for each corresponding step and shall not include any special compensation as
defined in Section 571 of the California Code of Regulations (“CCR”), i.e. bilingual pay, education
pay, etc.

Effective upon the second pay period following the ratification of this agreement by both the City
and the BCEA, all Association represented employees still employed by the City at the time of
said payroll payment shall receive three percent (3%) base salary increase to their existing pay
ranges, as reflected in the salary table (Attachment “B”). Effective the first full pay period after
July 1, 2025, all represented employees still employed by the City as of that date shall receive an
additional two percent (2%) base salary increase as reflected in the salary table (Attachment “C”).
Effective the first full pay period after July 1, 2026, all represented employees still employed by
the City as of that date shall receive two percent (2%) base salary increase to their existing pay
ranges reflected in salary table (Attachment “D™). These salary increases will be separate from
any equity adjustments set forth below.

Equity Adjustments:

The following classes will receive equity percentage base pay adjustments as set forth below:
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Class 2" pay period 7/1/2025 7/1/2026
after ratification

Accounting Assistant [T | 4% 1.9% No Equity Adj.
Economic 4% 4% 11.7%
Development Specialist
Maintenance Worker I | 1.7% No Equity Adj. No Equity Adj.
Maintenance Worker IT | 4% 4% No Equity Adj.
Office Assistant II 3.1% No Equity Adj. No Equity Adj.
Public Works Field | 3.1% No Equity Adj. No Equity Adj.
Supervisor
Senior Human 4% 4% No Equity Adj.
Resources Analyst
Management Analyst | 4% 4% 7%

Section 2.
as Bilingual
requirements.

A.

Bilingual Pay. City shall pay one hundred seventy-five dollars ($175) per month
Pay to represented employees who meet the following qualifications and

Employee must speak a language such as Spanish, or any other language approved
by the City.

Employce is required to pass a proficicncy exam, to be conducted in a manner
determined by the City.

Employee shall be reimbursed for bilingual schooling. To qualify for the
reimbursement, employee shall obtain written approval from their department head
before enrolling in any bilingual program. Such reimbursement shall take place if
employee passes the required proficiency exam. This reimbursement shall not be
considered special compensation as defined in CCR Section 571.

Employee shall make a written request for Bilingual Pay to the Personnel Office.
The City shall schedule a test within ninety (90) days of receipt of this request. If
the test is not scheduled within ninety (90) days, then bilingual pay shall become
effective.
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Section 3. Shift Differential Pay for Dispatchers. Dispatchers and Parking Enforcement
Officers (currently one position) shall receive five percent (5%) of their base salary while assigned
to a regular work shift that requires working six (6) or more hours between the times of 4:00 p.m.
and 7:00 a.m. Employees who work during the times of 4:00 p.m. and 7:00 a.m. on an overtime
basis are not eligible to receive shift differential pay. Shift differential pay shall only apply to all
actual hours worked, not merely scheduled hours.

Section 4. Extra Training Duties Pay for Dispatchers. A dispatcher shall receive an
additional ten percent (10%) of his or her base salary when assigned by the Chief of Police to train
a newly hired employee assigned to the Dispatch Division. Such additional pay shall only apply
while the training assignment is in place.

Section §. Additional Duties Pay. Represented employees required and designated by the
Chief Administrative Officer, City Administrator and/or City Manager (collectively referred
hereinafter to as the “City Manager”) to perform specially assigned or extra duties outside the
scope of their job description as deemed necessary in the course of City business shall receive an
additional compensation equal to five percent (5%) of their base salary. This compensation shall
remain in effect only for the duration of the designated assignment.

Employees performing the following job duties shall also be entitled to additional duties pay as
follows:

e Actual time transporting, setting up, troubleshooting, and breaking down the moveable
stage (5% for four certified individuals)

e Actual time serving as the stage manager for the moveable stage five percent five (5%) for
one certified individual)

Section 6. Court Pay. Full-time represented employees shall receive court appearance pay for
each day such employee is required to and does appear in court on City business outside the
employee’s normal work schedule. In the event an employee is required to appear at two separate
court locations in one day, the employee will be paid for each court location. On-call pay shall be
paid to each employee when such employee is on stand-by but he or she is not required to appear
in court. This pay shall not be considered special compensation as defined in Section 571 of the
California Code of Regulations. These payments shall be as follows:

A. Court Appearance Pay. The represented employees who are required to attend
court sessions outside their regularly scheduled work shift shall be paid one
hundred ninety dollars ($190).

B. On-Call Pay. The represented employees who are required to be on-call for a court
appearance during outside their regularly scheduled work shift shall be paid one
hundred twenty dollars ($120).

Section 7. Uniform Allowance Pay. The City shall provide five (5) uniforms to all
represented employees who are required to wear uniforms while on active duty in the employment
of the City, except for full-time Dispatchers, Parking Enforcement Officers, and the positions of
Management Analyst, Office Assistant, Police Records Supervisor, and Property & Evidence
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Specialist who work in the Police Department. The monetary value for the purchase, rental, and/or
maintenance of the City uniform shall be reported in accordance with California Government Code
Section 571(a)(5).

Full-time Dispatchers, Parking Enforcement Officers, and the positions of Management Analyst,
Office Assistant, Police Records Supervisor, and Property & Evidence Specialist who work in the
Police Department and who are required to wear uniforms shall obtain their own uniforms and
receive a uniform allowance for the purchase and cleaning of such uniforms as follows:

A. Seven hundred fifty dollars ($750) annually as a uniform allowance;

B. The uniform allowance shall be paid on the first pay period of each September (first
pay period shall be considered the period which dates fall in the month of
September, and not the pay date); and

C. A monthly pro-rata amount shall be paid for newly hired employees in these
positions based on the hiring date and shall be deducted from the employee’s final
compensation based upon the separation date.

Section 8. Jury Duty. Represented employees summoned to jury duty shall receive their
regular pay up to forty (40) hours annually. In the event that the employee receives any
reimbursement from the pertaining judicial jurisdiction, court, and/or government agency, such
reimbursement shall be reimbursed to the City excluding mileage received for said jury duty.

Section 9. Overtime Pay. The federal Fair Labor Standards Act (“FLSA™) ensures that
covered workers are entitled to the minimum wage and overtime pay at a rate of not less than one
and one-half (1.5) times their regular rate of pay after forty (40) hours of work in a workweek.
Represented employees designated as “exempt” from overtime regulations in accordance with
FLSA will not receive compensation for working overtime. Currently, the Senior Management
Analyst and Senior Human Resource Analyst positions are the only represented positions
designated as being exempt. All other represented employees shall be compensated for overtime
in accordance with the FLSA.

Section 10. Compensatory Time. The City and the Association agree that for non-exempt
Association represented employees, the City may, in its sole discretion, provide compensatory
time off, as may be determined by the appointing authority with the approval of the City Manager,
in lieu of overtime compensation at the hourly rate of time and one-half (1.5) up to the federally
mandated cap of two hundred and forty (240) hours. Requests for use of compensatory time off
shall be made in writing as prescribed by the City Manager or designee. Only employees eligible
for overtime compensation shall be eligible for compensatory time off. In the event a non-exempt
employee is promoted, reclassified, or reassigned to a classification designated as “exempt” under
FLSA regulations, they shall not be eligible to accrue compensatory time. In this case, the
employee shall be paid for the accrued compensatory time at their previous rate of pay in the non-
exempt classification, no later than the end of the calendar year. The City’s gencral procedures
pertaining to the accrual and use of compensatory time are provided in Section 404 of the City’s
Administrative Policies and Procedures. In the event of a conflict between this Agreement and the
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Administrative Policies and Procedures with respect to this Section 10 pertaining to compensatory
time, this MOU shall govern.

Section 11.  Acting Pay. An employee may be assigned the supervisory duties of a vacant
supervisory position while recruitment for that position is pending or of a filled supervisory
position whenever the position becomes temporarily vacant for reasons of sick leave, vacation,
leave of absence or injury on duty status. An employee assigned the supervisory duties of a
position pursuant to the provisions of this section shall be designated as an “acting supervisor.”
The selection of the employee for “acting supervisor” status shall be within the sole discretion of
the department head. Employees acting in a supervisory position shall not be entitled to any
additional compensation for doing so unless they work ten (10) or more work days in that
assignment. If the acting assignment continues past ten (10) days, then the assigned individual
shall receive the additional compensation retroactive to the first day of the assignment. Such
compensation shall continue until such time as the incumbent returns or, in the case of a vacant
position, the position is filled. The City shall compensate an employee who is an acting supervisor
at the rate of an additional ten percent (10%) of base salary.

Section 12. Work Schedules. Standard work hours for represented employees shall be
Monday through Friday, 7:45 AM to 4:30 PM. Alternate 9/80, 4/10 and 3/12 work schedules may
be assigned based on the recommendation of the appropriate department head and the approval of
the City Manager with reasonable notice to the employee. Alternate work schedules shall be
approved and continued at the sole discretion of the City Manager. Represented employees
performing duties required twenty-four (24) hours per day, seven (7) days per week shall work an
assigned schedule as determined by their department head and approved by the City Manager. All
employees are subject to be called to work at any time to meet any and all emergencies or unusual
conditions which, in the opinion of the City Manager or their designee, may require such service.
All work schedules are designed to be in compliance with the requirements of the FLSA.

Section 13.  Step Increases.

A. Upon initial appointment, a represented employee shall be placed at Step A of the
salary schedule, except as otherwise approved by the City Manager. Whenever an
employee is promoted, the employee shall be placed at the step providing the
employee a pay increase equal to at least a five percent (5%) increase in base pay.
The provisions of this Article shall only apply to full-time represented employees.

B. Represented employees are eligible for and entitled to a step increase upon
successful completion of their probationary period and approval of the City
Manager per Article XVII of the City of Bell Civil Service Rules And Regulations
adopted January 3, 1983 (“Bell Civil Service Rules”).

C. Thereafter, represented employees shall be eligible for and receive step increases
within their assigned salary range on the anniversary date of the completion of each
employee’s probationary period, provided that the employee has maintained
satisfactory job performance during the prior year, as determined by the employee’s
department head, and upon approval of the City Manager in accordance with Article
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XVII of the Bell Civil Service Rules. Step increases of more than one (1) step shall
require approval of the City Manager.

Section 14.  Payroll Periods, Dates & Deductions. Employees shall be paid every other Friday
for a two-week period ending the preceding Sunday via Automatic Direct Deposit, unless other
arrangements need to be made at the request of the employee. Deductions may be made from the
salaries of employees as provided by law or upon their written authorization for City approved
deduction programs.

Section 15. Deferred Compensation Plans. Pursuant to California Government Code Section
53213, all represented employees shall be eligible to participate in the City’s Deferred
Compensation Plans with no contribution by the City.

Section 16. On Call Pay & Call Back Pay. Each Department Head shall designate the
minimum standards qualifying an individual to perform an “on call” function and shall first seek
individuals by means of a voluntary sign up list. If an insufficient number of employees volunteer
for being on call, then the Department Head shall assign the appropriate number of employees to
such status. The following rules shall apply to “on call” status:

A. Such assignment shall be in writing and on an equitable rotation basis for qualified
personnel. Any employee designated in writing to serve in an “on call” capacity
may seek a substitution by another employee, subject to submitting such proposal
to the Department Head and subject to Department Head approval of the
substitution. On call designations may be for up to one (1) week at a time.

B. Employees on an “on call” status shall be required to carry at all times a City issued
cellular phone and shall be able to receive or return a call within fifteen (15) minutes
and report to the requested job site within sixty (60) minutes of the original call.

C. Employees who are off duty but “on call” and who respond to work related calls
via telephone without a need to respond in person will add up the minutes/hours
that they are engaged in City business via telephone each day while on-call and will
be provided compensation equal to the total time spent per designated on call work
period up to one week, rounded up to the nearest fifteen (15) minute increment.

D. In any situation where an employee has been designated in writing in an “on call”
status retroactive to July 1, 2022, the “on call” pay shall be calculated and paid at
forty-five dollars ( $45.00) per day.

E. Effective from the adoption by City Council of this Tentative Agreement, an
employee called back to work onsite or in the City outside their normal working
hours shall be paid a minimum of two (2) hour’s compensation at the overtime rate
starting from their arrival back to work. Call back is considered an employee’s
unexpected return to work due to an unanticipated work requirement resulting from
an order to report/return to work. A represented unit member shall be deemed to
have been called back if the employee has been released by the Department Head
as having completed the employee’s assigned duties at the end of their work shift,
and having left their work location. Call back shall not apply to situations where
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an employee is called in to start a work shift early or asked to stay after their normal
shift ends.

ARTICLE 1V -REIMBURSEMENTS

Section 1. Tuition Reimbursement. City shall reimburse represented employees for tuition
fees up to a total tuition reimbursement of sixteen thousand five hundred dollars ($16,500) per

granted on a first-come, first-served basis, such that once the City has provided sixteen thousand
five hundred dollars( $16,500) total to represented employees per fiscal year, no additional tuition
expenses for any represented cmployee shall be eligible for reimbursement pursuant to this
Agreement. Tuition reimbursement is subject to the following:

A. An individual represented employee will be reimbursed for approved tuition up to
seventy-five percent (75%) of tuition fees equal or equivalent to those of the then
current California State University system per fiscal year . Excess tuition fees shall
be paid by the employee. For example, for the 2020-2021 academic year, for 6.1+
units, the total academic year fees were five thousand seven hundred and forty-two
dollars ( $5,742). This means that an individual employee enrolled in 6.1+ units
would have been eligible for reimbursement up to seventy-five percent (75%) of
five thousand seven hundred and forty-two dollars (85,742), or four thousand three
hundred six dollars and fifty cents ($4,306.50). For the 2020-2021 academic year,
for 0-6.0 units, the total academic year fees were three thousand three hundred and
thirty dollars ( $3,330). This means that an individual employee enrolled in six (
6.0) or fewer units would have been eligible for reimbursement up to seventy-five
percent (75%) of three thousand three hundred and thirty dollars $3,330, or two
thousand four hundred ninety -seven dollars and fifty cents ($2,497.50).

B. Educational programs must be job-related.

C. Educational institutions must be an accredited two-year college or four-year college
Or university.

D. Reimbursement must be requested within sixty (60) days after successful
completion of the course and employee must receive a grade of “C” or better in that
course.

E. This reimbursement shall not be considered special compensation as defined in

Section 571 of the California Code of Regulations.

Section 2. Professional Certification/Licensing Reimbursement. City shall reimburse
with the City Manager to obtain approval. This reimbursement shall not be considered special
compensation as defined in Section 571 of the California Code of Regulations.
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Section 3. Mileage Reimbursement. Subject to being superseded by a city-wide policy, the
City shall reimburse represented employees for those miles employees are required to drive their
personal vehicles in the performance of assigned job duties at the Internal Revenue Service (“IRS”)
rates in effect at the time of travel. These rates are designed to compensate the driver for gasoline,
insurance, maintenance, and other €xpenses associated with operating the vehicle. This amount

does not include bridge and road tolls, which are also reimbursable.

Section 4. Expense Reimbursements. Subject to being superseded by a City-wide policy,
represented employees shall be entitled to reimbursement for all necessary expenditures or losses
incurred by the employee in direct consequence of the discharge of their duties. This
reimbursement category includes but is not limited to parking fees, cell phone calls, and reasonable
personal property damage. The employee shall be responsible for providing proof of the expense
in a form acceptable to the City in order to obtain reimbursement.

Section 5. Meal Allowances & Reimbursements. Subject to being superseded by a City-
wide policy, represented employees shall be entitled to per diem following a Per Diem Schedule
and under the following circumstances:

A. Per Diem Schedule. Forty-five dollars ($45) per twenty-four (24) hour period or
prorated as follows: Breakfast-ten dollars (310), Lunch-fifieen dollars (815),
Dinner-twenty dollars ($20).

B. Personnel on work assignments, or attending meetings or training in excess of a
twenty-five (25) mile radius beyond their normal work station, and which extends
more than one (1) hour beyond their normal work hours or require lodging.

C. Meeting or training assignments, which include a meal, will be reimbursed at the
actual cost of the meeting or meal, not to exceed the prorated per diem schedule.

D. Meal expenses other than listed in the two above may be considered for
reimbursement (receipt required) at the discretion of the employee’s department
head.

ARTICLE V -PROBATIONARY PERIOD

Section 1.  Original Probationary Period. Classifications covered by this MOU shall be
subject to an original twelve month (12) month probationary period upon date of appointment to a
full-time position as provided by the Bell Civil Service Rules.

Section 2. Promotional Probationary Period. Classifications covered by this MOU shall be
subject to a six (6) month probationary period instead of the twelve (12) month period provided
by the Bell Civil Service Rules upon voluntary appointment to a promotional position defined as
a position with a higher top step base salary than the position the employee is leaving. All other
probationary provisions of the Bell Civil Service Rules shall continue to apply.
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ARTICLE VI -RETIREMENT

Section 1. CalPERS EPMC Contribution. Prior to the adoption of this MOU, the City
climinated its payment of any employec member contributions to the California Public Employees’
Retirement System (“CalPERS) known informally as the Employer Paid Member Contributions
(“EPMC”) as previously allowed under Government Code Section 20691. The California Public
Employees’ Pension Reform Act of 2013 (Article 4 (commencing with Section 7522) of Chapter
21 of Division 7 of Title 1 of the Government Code) (hereinafter “PEPRA”) eliminated EPMC
payments for all represented employees hired by the City on or after January 1, 2013 with those
employees required to pay their full member contributions unless they were determined by
CalPERS to be “classic members” when hired. Effective the first full pay period of July, 2014,
the City eliminated EPMC entirely for all represented employces with all represented employees
paying their full member contributions to CalPERS. Employees shall have a salary adjustment in
the form of a tax deferred income payment for their CalPERS member contributions in accordance
with the provisions of Internal Revenue Code Section 414(h)(2).

Section 2. CalPERS Contract Provisions. The City’s contract with CalPERS shall provide
the following:

A. Tier One Miscellanecous Employees:

Any represented employee hired before January 1, 2013, or who is hired on or after
January 1, 2013 and dctermined to be a “classic member” by CalPERS:

(N Two point seven percent (2.7%) @ fifty-five (55) retirement plan for
miscellaneous members;

2) Sick Leave Conversion;
3) Single Highest year compensation;
4) Military service credit.

B. Tier Two Miscellaneous Employecs:

Any represented employee hired on or after January 1, 2013 and determined by
CalPERS not to be a “classic member” as defined by CalPERS and as limited by
PEPRA:

(1) Two percent (2%) @ sixty-two (62) retirement plan for miscellaneous
members;

2) Highest thirty-six (36) consecutive months compensation;
3) Sick Leave Conversion;

(4)  Military service credit.
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Section 3.

Future Miscellaneous Employees:

City shall be authorized to adopt CalPERS contract amendments that provide for
the following changes for new hires:

N Cost of living adjustments limited to two percent ( 2%);
(2) Highest thirty-six (36) consecutive months compensation;

3) Elimination of Industrial Disability Retirement fifty percent (50%) FAC
benefit option.

Supplemental Retirement Plan. The City’s Supplemental Retirement Plan has

been closed to new hire participants since July 1, 2005, and has been the subject of a lawsuit. This
Agreement shall not have any effect on the legal status of the Supplemental Retirement Plan.

Section 1.

A.

ARTICLE VII -INSURANCE BENEFITS
Medical, Dental and Vision Insurance.

Permanent full-time bargaining unit members, hired prior to September 30, 2005,
shall be eligible to receive the following medical, dental and vision benefits:

(1)  The City shall pay monthly medical premiums for employee and his/her
dependents in any City approved CalPERS Health Plan, up to the amount
of the Kaiser Health Plan Premium. If the premiums of the plan selected by
the employee exceed the Kaiser Plan, employee shall pay the difference
between the enrolled plan and the Kaiser Premium. Employees that have
selected the PERS Platinum Plan as of the date of ratification shall be
grandfathered in that plan unless they change plans. This provision is not
intended to create a vested right.

(2)  The City shall pay for the employee and their dependents in a City approved
dental plan with deductible limits the same as was provided in 2011.

(3)  The City shall pay for vision coverage for employees and their dependents
in a City approved plan.

Permanent, full-time bargaining unit members hired on or after October 1, 2005,
are ecligible to receive the following medical (Ist of month after initial
appointment), dental (1st of month following sixty (60) days after appointment)
and vision (1st of month following sixty (60) days after appointment) benefits:

(1)  The City shall pay monthly medical premiums for employee and one (1)
dependent in any City approved CalPERS Health Plan, up to the amount of
the Kaiser Health Plan Premium. If the premiums of the plan selected by
the employee exceed the Kaiser Plan, employee shall pay the difference
between the enrolled plan and the Kaiser Premium. Employees that have
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selected the PERS Platinum Plan as of the date of ratification shall be
grandfathered in that plan at the employee (+1) level provided they do not
change plans. This is not intended to create a vested right.

2) The City shall pay for the employee and one (1) dependent in a City
approved dental plan with deductible limits the same as was provided in

2011.
3) The City shall pay for vision coverage for employee and one (1) dependent
in a City approved plan.
C. Dual Coverage:

(N City employees and dependents shall receive the benefits stated in A & B
above provided that they do not have dual insurance coverage through a
non-City sponsored plan. In the event of dual coverage, the employee and
their dependents shall become ineligible for the benefits listed above.

(2) Represented employees who provide evidence of medical insurance
coverage elsewhere, are eligible to “opt out” of medical insurance coverage.
Such employees shall receive five-hundred ($500) per month in lieu of
insurance coverage for all months that they have opted out. In order to
maintain eligibility for “opt out” payments, employees electing to cancel
City health insurance coverage for themselves and all eligible family
members must provide proof of other coverage. Additionally, the employee
must have signed a document stating their desire to waive their City health
insurance coverage, thereby also waiving any liability to the City for their
decision to cease said coverage.

Section 2. Life Insurance. Upon passing probation, the City shall provide a life insurance
policy in the amount of one hundred thousand dollars ($100,000) for each represented employee.

Section 3. Retired Employee Insurance. Full-time represented employees who have
terminated in good standing from the City after January 1, 1997, with not less than thirty (30) years
of CalPERS service credit with the City, or full-time employees who were employed with the City
on June 30, 2006, and who have twenty (20) years of CalPERS service credit as of June 30, 2006,
and whose termination date is after July 1, 2006, shall be provided by the City the same medical,
dental, vision and life insurance for them and their dependents as provided current employees hired
prior to September 30, 2005, at no cost to the employee.

ARTICLE VI -HOLIDAYS

Section 1. Non-Police Dispatch Personnel. Represented non-police dispatch employees will
be entitled to a total of thirteen (13) holidays each fiscal year. This number includes two (2)
discretionary holidays. In order to maximize the hours of service to the community, and allow a
total of thirteen (13) holidays each fiscal year, the City Council will set a holiday schedule that
will establish the holidays to be observed by the City during the corresponding fiscal year and its
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respective floating holidays, which shall total thirteen (13) days. Holidays may include the
following:

New Year’s Day

Martin Luther King Day
Presidents’ Day

Memorial Day
Independence Day (Fourth of July)
Labor Day

Columbus Day

Veteran’s Day
Thanksgiving Day

The Day after Thanksgiving
Christmas Day

Section 2. Police Dispatch Personnel. The parties recognize that a police department
functions every day of the year, twenty-four (24) hours per day, and does not close for holidays.
Police dispatchers shall be compensated for the eleven (11) holidays identified in Section 1 above.
Pursuant to the California Government Code Section 20630, the City shall identify the pay period
in which the compensation was earned; therefore, the City opts to pay and report holidays as
earned. Each employee shall be paid an additional twenty (20) hours for each City-recognized
holiday in the pay period where the holiday falls. Such additional compensation shall be paid
separately and reported as special compensation. Furthermore, police dispatchers shall also accrue
one (1) floating holiday per fiscal year, which shall be taken at the employee’s discretion with the
approval of their supervisor. Permission to take the floating holiday will not be unreasonably
withheld. The floating holiday must be taken prior to the ending of the applicable fiscal year and
may not be carried over to the following fiscal year.

ARTICLE IX -VACATION LEAVE

Section 1. Accrual. Represented employees are eligible to accrue vacation leave as follows:
Months of Service Accrued Vacation Hours Biweekly
Up to 48 3.6960
49t0 71 4.6160
72to 155 6.4640
156 to 239 8.3040
240 or more 9.8480
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Employees in their initial probationary period shall not be eligible to use any accrued vacation
leave unless specifically authorized by the City Manager. Vacation hours will be deducted from
the accumulated vacation leave balance according to the hours taken by the employee or the
pertaining number of hours of the established shift. Vacation hours shall be earned and recorded
to the employee’s balance on a biweekly basis.

Employees are eligible to cash out up to forty (40) hours per year of vacation once per fiscal year.
The vacation cash out hourly rate will include base salary plus bilingual pay, if applicable.

Section 2. Vacation Leave Accrual Employees Hired After July 1, 1998. Notwithstanding
the Bell Civil Service Rules or any other City resolution, represented employees hired after July
1, 1998, shall not accrue or carry over from calendar year more than three-hundred sixty (360)
hours. The parties have agreed that any amount of time for employees hired after July 1, 1998, that
was mistakenly allowed to accrue in excess of three-hundred sixty (360) hours as of December 31,
2012, was set aside on a one-time basis in a separate leave bank and will be allowed to be used
during employment like any other vacation leave bank and/or cashed out upon separation or earlier
at the discretion of the City. However, the parties agree that no leave may be accrued over three-
hundred sixty (360) hours as of December 31, 2012, unless approved by the City Council.

Section 3. Vacation Leave Accrual Employees Hired After July 1, 2000. Notwithstanding
the Bell Civil Service Rules or any other City resolution, represented employees hired after July
1, 2000, shall not accrue or carry over from calendar year more than two-hundred eighty (280)
hours. The parties have agreed that any amount of time for employees hired after July 1, 2000, that
was mistakenly allowed to accrue in excess of two-hundred eighty (280) hours as of December 31,
2012, was set aside on a one-time basis in a separate leave bank and will be allowed to be used
during employment like any other vacation leave bank and/or cashed out upon separation or earlier
at the discretion of the City. However, the parties agree that no leave may be accrued over three-
hundred sixty (360) hours as of December 31, 2012, unless approved by the City Council.

Section 4. COVID-19 Vacation Leave Bank. Due to unique vacation leave usage issues
resulting from the COVID-19 pandemic and the local, state and federal declarations of emergency
related to the same, the City created for BCEA employees a designated COVID-19 Vacation Leave
Bank. When an employee reached the maximum vacation leave accrual cap of two hundred eighty
(280) hours, the employee was permitted to accrue additional vacation leave beyond two-hundred
eighty (280) hours in the COVID-19 Vacation Leave Bank. Employees only had this option for
vacation leave accrued over two-hundred and eighty (280) hours from March 16, 2020 through
December 31, 2020. After the end of the payroll period including December 31, 2020, an
employee who had accrued more than two-hundred eighty (280) hours of vacation leave shall not
accrue any new vacation leave until the employee’s accrued leave is less than the applicable
accrual cap pursuant to Section 2 and Section 3 of this Article IX. Additionally, employees shall
be required to use vacation leave accrued in the COVID-19 Vacation Leave Bank prior to any
regular vacation leave.
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Section 1.

ARTICLE X -SICK LEAVE

Sick Leave Accrual. Probationary employees shall accrue but not be eligible to

use sick leave until after ninety (90) days of cmployment. Represented employees shall accrue
sick leave as follows:

A.

Section 2.

Employees will accrue 0.0462 of one hundred percent (100%) sick leave hours
resulting in a 3.6960 hour biweekly accrual while in employment with the City, or
while on approved paid leave.

During each five (5) year increment of regular employment, an employee will be
entitled to seventy-five percent (75%) sick leave hours and fifty percent (50%) sick
leave hours. At the end of each five-year increment, any unused seventy-five
percent ( 75%) and fifty percent (50%) sick leave hours will expire and an employee
will accrue the corresponding value of the next five-year increment. Accruals will
be earned as follows:

Years of Service 75% 50%
0-5 112 112
5-10 224 336
10-15 448 616
15-20 448 896
20+ 448 1,456

Sick Leave Use. Represented employees shall use their one-hundred percent

(100% ) sick leave accrual first, their seventy-five percent (75%) sick leave accrual second, and
their fifty percent (50%) sick leave accrual last. Employees may use up to fifty percent 50%) of
their annual accrued sick leave to care for:

e a child, whether a biological child, adopted child, foster child, stepchild, legal ward, or a
child for which the employee stands in loco parentis, a parent, whether a biological parent,
adoptive parent, foster parent, stepparent or legal guardian; a spouse, a registered domestic
partner; a grandparent; a grandchild; a sibling or designated person.

Section 3.

A.

Sick Leave Payout Upon Separation.

For represented employees hired prior to June 30, 1998, they will be paid upon
separation of service an amount equivalent to the remaining unused hours of one
hundred percent (100%) sick leave at the time of separation or at retirement from
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the City. All unused one hundred percent (100%) sick leave may be credited toward
CalPERS service credit.

B. For represented employees hired after July 1, 1998, they will be paid upon
separation of service an amount equivalent to the remaining unused hours of one-
hundred percent (100%) sick leave up to one hundred (100) hours at the time of
scparation or at retirement from the City. All unused on-hundred percent
(100%)sick leave may be credited toward CalPERS service credit.

C. For represented employees hired after June 27, 2018, no accrued sick leave shall be
paid upon separation of service. All unused one hundred percent ( 100% )sick leave
may be credited toward CalPERS service credit.

ARTICLE XI — OTHER LEAVES

Section 1. Paid Administrative Leave. Represented employees designated as FLSA exempt
for purposes of overtime shall receive twenty (20) hours of paid administrative leave per fiscal
year. The parties agree that the designation of employces as cxempt shall be within the sole and
exclusive discretion of the City.

Section 2. Leave Without Pay. Represented employees may be granted conditional leave
without pay not to exceed one (1) month upon written request of the employee and approval of the
City Manager. The City Council may grant a conditional leave without pay not to exceed one (1)
year.

Section 3. Unpaid Family Care Leave. Represented employees shall be granted state and/or
federal family leave in accordance with applicable state and federal statutes and regulations.

Section 4. Pregnancy Disability Leave. Represented employees shall be granted state and/or
federal medical leave in accordance with applicable state and federal statutes and regulations.

Section 5. Military Leave. Represented employees shall be granted state and/or federal
military leave in accordance with applicable state and federal statutes and regulations.

Section 6. Bereavement Leave. Represented employees shall be entitled up to five (5)
working days paid bereavement leave due to the death of the employee’s spouse, parent, brother,
sister, child, grandchild, grandparent, aunt, or uncle, or any person related in such capacity to the
employee’s spouse with approval from his or her department head.

Section 7. Personal Leave. Represented employees may use up to three (3) 100% sick leave
days per fiscal year for personal business with their supervisor’s prior approval.

ARTICLE XII — ASSOCIATION DUES AND DEDUCTIONS

The Association may request that the City deduct membership dues, initiation fees, and general
assessments, as well as payment of any other membership benefit program sponsored by the
Association, from the wages and salaries of Association members. Association hereby certifies
that the Association has and shall maintain all such deduction authorizations signed by the
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individual from whose salary or wages the deduction is to be made and shall not be required to
provide a copy of an individual authorization to the City unless a dispute arises about the existence
or terms of the authorization. Accordingly, Association membership dues shall be deducted each
pay period in accordance with the City procedures and provisions of applicable law from the salary
of each employee whose name is provided by the Association.

Remittance of the aggregate amount of all such monies shall be made by the City to the Association
at the conclusion of each payroll period in which said dues were deducted. Any changes in
Association dues must be given to the City a minimum of thirty (30) days prior to change to
accommodate changes to payroll. Association will pay the costs incurred by the City in order to
set up the employee’s deductions.

The Association shall have a duty to defend and shall indemnify and hold harmlcss the City against
any liability arising from a claim, demand, or other action relating to any Association requested
deduction, or any provision or obligation set forth in this Article. The City reserves the right to
select its own counsel for its defense hereunder at the Association’s expense.

ARTICLE XIII — CITY RIGHTS

Section 1. Management Rights. It is understood and agreed that the City retains and is vested
with, solely and exclusively, all of its inherent powers, authority, rights, prerogatives, and
functions of management, except as expressly modified or restricted by a specific provision of this
MOU, or by law, to direct, manage and control its operations to the full extent of the law. Said
powers, authority, rights, prerogatives, and functions of management, except as expressly modified
or restricted by a specific provision of this MOU or by law, include, but are not limited to, the
exclusive rights to the following:

A. To manage the City generally and to determine issues of policy.
B. To determine the existence of facts, which are the basis of management decisions.
C. To determine the necessity for and organization of any service or activity conducted

by the City, and to expand or diminish services.

D. To determine the nature, manner, means, technology, and extent of services to be
provided to the public.

E. To determine and/or establish methods of financing.

F. To determine and change types of equipment or technology to be used.

G. To determine and change the facilities, methods, technology, means, organizational

structure, and size and composition of the work force, and to allocate and assign
the work by which City operations are to be conducted.

H. To direct the work of employees.

BCEA MOU 2024-2027
Page 17



<

To determine and change the number of locations, relocations, and types of
operations, processes, and materials to be used in carrying out all City functions,
including, but not limited to, the right to contract for or subcontract any work or
operation of the City as permitted by law.

To establish budget procedures and determine budgetary allocations.

To assign work to and schedule employees in accordance with requirements as
determined by the City, and to establish and change work schedules and
assignments.

To determine and change the days and hours when employees shall work.
To determine and change times of operation.

To lay off employees from duties because of lack of work or funds, or under
conditions where continued work would be ineffective or non-productive, not
related to an employee’s particular performance.

To establish and modify productivity and performance programs and standards.

To dismiss, suspend without pay, demote, reprimand, withhold salary step
increases, or otherwise discipline employees for cause.

To determine minimum qualifications, skills, abilities, knowledge, selection
procedures and standards, and job classifications, and to reclassify employees.

To determine job classifications and personnel by which government operations are
to be conducted.

To hire, transfer, promote, and demote employees for non disciplinary reasons.

To determine policies, procedures, and standards for selection, training, and
promotion of employees.

To establish reasonable employee performance standards including, but not limited
to, quality and quantity standards; and to require compliance therewith.

To maintain order and efficiency in City facilities and operations.

To establish, publish, and/or modify rules and regulations to maintain order and
safety and health in the City, which are not in contravention with this MOU or the
Personnel Rules.

To restrict the activity of an employee organization on the municipal property and
on municipal time except as set forth in this MOU.

To take any and all necessary action to carry out the mission of the City in
emergencies.
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ARTICLE X1V - NO STRIKE NO LOCKOUT

Section 1. Association’s Agreement. The Association, its officers, agents, representatives
and/or members agree that during the term of this MOU, they will not cause or condone any strike,
walkout, slowdown, lockout or any other job action by withholding or refusing to perform services.

Section 2. City’s Agreement. The City agrees that it shall not lockout its employees during
the terms of this MOU. The term “lockout™ is hereby defined so as not to include the discharge,
suspension, termination, layoff, failure to recall or failure to return to work of employees of the

ordinance or law.

Section 3. Disciplinary Action. Any employee, who participates in any conduct prohibited in
Section 1 above, may be subject to disciplinary action up to and including discharge.

Section 4. Notification of Violation. In the event that any one or more officers, agents,
representatives, or members of the Association engage in any of the conduct prohibited in Section

Section 5. Hold Harmless. If the Association performs all of the responsibilitics set forth in
Section 4 above, its officers, agents, representatives, shall not be liable for damages for prohibited
conduct performed by employees who are covered by this MOU in violation of Section 4 above,

ARTICLE XV — GRIEVANCES

Section 1. Grievance Representation. The Association is expressly authorized to represent
any of its members in any grievance proceeding filed pursuant to the Bel] Civil Service Rules or
the Bell Police Department Policy Manual.

Section 2. Grievance Procedure. The parties agree that the grievance procedure outlined in
the Bell Police Department Policy Manual shall govern all police department represented

parties, the grievance procedure outlined in the Bell Civil Service Rules shall be followed except
that the City Manager’s decision shall be final with no right of appeal to the City Council.
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ARTICLE XVI — DISCIPLINARY APPEALS

Section 1. Discipline Procedure. The parties agree that the discipline procedures outlined in
the Bell Police Department Policy Manual shall govern all police department represented
employees and shall be the exclusive disciplinary procedure and appeal process for such
represented employees up through imposition of discipline by the Chief of Police. For all other
employees, it shall be the procedure set forth in the Bell Civil Service Rules except that the appeal
process therein shall be replaced with the following disciplinary appeal procedure.

Section 2. Disciplinary Appeals. The decision of the Chief of Police or any other department
head may be appealed in writing within ten (10) calendar days of receipt of same pursuant to the
City’s Civil Service Rules and Regulations as adopted by the City Council on January 3, 1983,
except that instead of appealing the decision to a personnel commission for final determination the
appeal shall go to the City Manager who shall then refer the appeal out for a binding decision to
be heard at their discretion by either an administrative law judge from the Office of Administrative
Hearings or by an arbitrator selected by the parties from a panel from the State Mediation and
Conciliation Service.

A. If the hearing officer is from the Office of Administrative Hearings, then the
assigned administrative law judge shall have jurisdiction to render a binding
decision as provided for herein.

B. If an arbitrator is used from the State Mediation and Conciliation Service, then the
parties shall request a panel of seven (7) proposed arbitrators and select one (1)
person therefrom by striking names until (1)one remains with the employee striking
the first name. The selected arbitrator shall have jurisdiction to render a binding
decision as provided for herein.

The hearing officer shall establish a time and place for the hearing. The City Clerk is authorized
and empowered to issue all subpoenas necessary to effect discovery and/or to compel the
attendance of witnesses at the hearing. All witnesses shall be entitled to witness fees to the same
extent as in a civil action in the superior court. The hearing shall not be public unless so requested
to be so by the appellant employee. In any event, the hearing officer shall have the authority to
exclude witnesses from the hearing.

At the time and place so established, the hearing officer shall proceed to conduct the hearing and
to take and consider all relevant evidence. All testimony presented at the hearing shall be sworn
testimony. However, the hearing need not be conducted according to technical rules relating to
evidence and witnesses; nor shall the provisions of the Administrative Procedure Act be applicable
thereto.

The City shall present its case first, including all relevant evidence to support the disciplinary
action imposed and it shall have the burden of proving its contentions by a preponderance of the
evidence. The City shall have the right to call the appellant employee as a witness at any time
during the hearing and treat the appellant employee as a hostile witness for purposes of
examination. Unless otherwise incapacitated, the appellant employee shall appear personally at
the hearing. Failure of the appellant to appear at the hearing or to be represented shall be deemed
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a withdrawal of the appeal and a waiver of any further ri ghts of hearing or review. All parties shall
have the right to file with the hearing officer written legal arguments and to present oral arguments
at the conclusion of the hearing.

The City shall pay all administrative costs of the hearing officer. The City shall obtain the services
of a certified court reporter to record the hearing. The transcript of the proceedings shall be
available to the appellant employee at no cost: Each party, however shall bear their own legal
costs, including witness, exhibit and attorneys fees.

The decision of the hearing officer shall be final and conclusive. Any judicial review of such
decision shall be governed by the provisions of Code of Civil Procedure section 1094.6.

ARTICLE XVII — EMERGENCY WAIVER PROVISION

In the event of circumstances beyond the control of the City, such as acts of God, fire, flood,
insurrection, civil disorder, national emergency, or similar circumstances, if the City Manager or
his designee so declares, any provisions of this MOU or the Bell Civil Service Rules or Resolutions
of the City, which restrict the City’s ability to respond to these emergencies, shall be suspended
for the duration of such emergency. After the emergency is declared over, the Association shall
have the right to meet and confer with the City regarding the impact on employees of the
suspension of these provisions in the MOU and any personnel rules and policies.

ARTICLE XVIII — EMPLOYEE DEFENSE AND INDEMNIFICATION

Represented employees are entitled to request that the City provide a defense of any civil action
or proceeding brought against them, in their official or individual capacity or both, on account of

ARTICLE XIX — NEPOTISM POLICY

Section 1. Effective Date. A City nepotism policy was implemented effective July 1, 2005.
Such policy shall not apply to full-time employees hired prior to that effective date.

Section 2. The Policy. The nepotism policy is described as follows:

A. No employee shall be appointed or promoted to a position in any department in
which such employee’s relative already holds a position, when such employment
would result in any of the following:

(1) A supervisor-subordinate relationship;

(2)  The employees’ job duties will require performance of shared duties on the
same or related work assignment;

(3) Both employees will have the same immediate supervisor.
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B. For purposes of this section, “relative” shall mean spouse, child, step-child, parent,
grandparent, grandchild, brother, sister, half-brother, half-sister, aunt, uncle, niece,
ncphew, parent-in-law, brother-in-law or sister-in-law.

C. If a City employee marries another person employed by the City of Bell within the
same department, both employees shall be allowed to retain their respective
positions provided that a supervisory relationship does not exist between the two
employees. For the purpose of this section, a supervisory relationship shall be
defined as one in which one person exercises the right to control, direct, reward or
punish another person by virtue of the duties and responsibilities assigned to their
position.

D. The City also retains the right to refuse to place both relatives in the same
department, division or facility where such has the potential for creating adverse
impact on supervision, safety, security, morale or involves potential conflict of
interest.

E. Where the circumstances mandate that two relatives shall not work together, the
Personnel Department will attempt to transfer one relative to a similar position in
another City department. Although the City will attempt to give consideration to
the wishes of the involved parties as to which relative is to be transferred, the
controlling factor in determining which relative is to be transferred shall be the
positive operation and efficiency of the City. If any such transfer results in a
reduction in salary or compensation, the same shall not be considered disciplinary
in nature and shall not be the subject of any form of administrative appeal.

F. If continuing employment of two relatives cannot be accommodated consistent with
the City’s interest in promotion of safety, security, morale and efficiency, then the
City retains sole discretion to separate one relative from City employment. Absent
resignation by one affected relative, the less senior of the involved relatives will be
subject to separation and the same shall not constitute discipline and shall not be
subject to any administrative appeal.

ARTICLE XX — SEVERABILITY PROVISION

Should any provision of this MOU be found to be inoperative, void, or invalid by a court of
competent jurisdiction, all other provisions of this MOU shall remain in full force and effect.

ARTICLE XXI — INTEGRATION, MODIFICATION & WAIVER

Section 1.  Integration. This MOU sets forth the full and entire understanding of the parties
regarding the matters set forth herein, and all other prior or existing understandings and agreements
by the parties, whether formal or informal, oral or written, regarding the matters covered herein
are hereby superseded.

Section 2.  Modification. Except as specifically agreed to in this MOU, if during the term of
this MOU a new matter or subject within the scope of representation arises that is not contained in
this MOU, either party may give the other written notice of a proposed action, and the parties shall
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agree to meet and confer in good faith to address the matter or subject. Nothing in this paragraph
shall preclude the parties from Jointly agreeing to meet and confer Over any matter within the scope
of representation during the term of this MOU. No agreement, alteration, understanding, variation,
waiver or modification of any of the terms or provisions contained herein shall in any way be
binding upon the parties hereto unless made and executed in writing by authorized representatives
of both the City and the Association.

Section 3. Waiver. Nothing in this MOU is intended to waive any statutory right nor any
statutory obligation of either party under any law including, but not limited to, Sections 3500-3511
of the California Government Code, except those rights and obligations that have been expressly
modified or restricted by a specific provision of this MOU. Either party’s failure to exercise any
powers, authority, right, prerogative, or function hereby reserved to it; the exercisc of any such
power, authority, right, prerogative, or function in a particular way; or the election to meet and
confer over any such power, authority, right, prerogative, or function hereby reserved to it, shall
not be considered a waiver of that party’s right, prerogative, or function or preclude it from
exercising the same in some other way not in conflict with the express provisions of this MOU.

ARTICLE XXII — REOPENERS

The parties shall reopen any provision of this MOU for the purpose of complying with any final
order of a federal or state agency or court of competent jurisdiction requiring a modification or
change in any provision or provisions of this MOU in order to comply with state or federal Jaws.
The parties also agree to reopen the contract for purposes of updating Title 2 of the Bell Municipal
Code, the City’s Employer-Employee Organization Relations Resolution, the City’s Civil Service
Rules and Regulations, and the Bell Police Department Policy Manual.

ARTICLE XXIII — TERM OF THIS MOU

The term of this MOU shall be in full-force and in effect from July 1, 2024 through and including
June 30, 2027.

ARTICLE XXIV — RATIF ICATION AND EXECUTION
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Subject to the foregoing, this Agreement is hereby executed by the authorized representatives of
the City and the Bell City Employee’s Association and entered into as of this 8th day of January,

CITY OF BEL]Lr BELL CITY EMPLOYEES ASSOCIATION

BY: _Azgnp( @L Kji

gela Ruiz

anager President

I 7
BY: l.\Ax/\.,(*i,«\_, b BY: /
~Gina Skibar

Albérto Rea

Human Resources and Risk Manager Vice President
o T
BY: BY: %W@(,)U\
Jonathan V. Holtzman. Jamie Wong
Lead Negotiator Secretary

Renne Public Law Group

BY: U\ﬂlw\,\ “@{W"

1]
Norma Gamez
Treasyyer

/
BY: ___AMewyl s /g“fﬂﬂ/(@
J

Sandra Bojado

Board Member

" Alvin Tumala
Board Member
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ATTACHMENT “A”

CONFIDENTIAL UNIT

NN AW -

Account Clerk (Payroll)

Administrative Specialist

Assistant City Clerk

Executive Assistant (City Manager’s Office)
Management Analyst (City Manager’s Office)
Senior Human Resource Analyst

Senior Management Analyst (City Manager’s Office)

PROFESSIONAL UNIT

N AW~

Property and Evidence Specialist
Management Analyst

Police Records Supervisor
Office Coordinator

Senior Accountant

Accountant

Senior Management Analyst

MISCELLANEQUS UNIT

I\)[\)Nl\))——n)—-u—n-—-)—auu—an—-»—n
5‘°.’"!“.°.\°.°°.\’9\.U':“‘f""!\’?"

SOXNS LA LR

Accounting Assistant |
Accounting Assistant II
Account Clerk

Accounting Specialist

Assistant Planner

Associate Planner

Business License Officer

Code Enforcement Officer

Code Enforcement Supervisor
Community Services Technician
Dispatcher

Economic Development Specialist
Filing Officer

Housing Coordinator

Housing Rehabilitation Technician
Housing Specialist

Maintenance Worker I
Maintenance Worker II

Office Assistant

Parking Enforcement Officer
Permit Technician

Police Records Specialist

Police Records Supervisor
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24,
25.
26.
27.
28.
29.
30.
31.

Property and Evidence Specialist

Public Works Field Supervisor
Recreation Programmer

Recreation Supervisor

Senior Code Enforcement Officer

Senior Economic Development Specialist
Senior Parking Enforcement Officer
Senior Recreation Supervisor
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ATTACHMENT “B” — To be provided later
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