2012-2017
MEMORANDUM OF UNDERSTANDING
BETWEEN
CITY OF BRENTWOOD
AND

THE BRENTWOOD POLICE OFFICER'S ASSOCIATION

The Brentwood Police Officer's Association and representatives of the Brentwood City Council have
met and conferred in good faith regarding wages, hours and other terms and conditions of
employment for the employees in said representation unit, and have freely exchanged information,
opinions and proposals and have endeavored to reach an agreement on all matters relating to the
employment conditions and employer/employee relations of such employees.

This Memorandum of Understanding is entered into pursuant to the Meyers-Milias-Brown Act
(California Government Code Sections 3500-3510) and has been jointly prepared by the
aforementioned parties.

This Memorandum of Understanding shall be presented to the Brentwood City Council as the joint
recommendations of the undersigned for salary and employee benefit adjustments for the period
beginning July 1, 2012 and ending June 30, 2017.

Revised:
Resolution No.
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MISSION STATEMENT

To ensure the highest level of police service to our community, the City of Brentwood and the
members of the Brentwood Police Officer’'s Association desire to maintain a harmonious
employer-employee working relationship which acknowledges their joint interest in
maintaining a competitive compensation plan as related to the designated survey cities,
coupled with equitable working conditions and benefits.

SECTION | RECOGNITION AND REPRESENTATION

1.01

Association Recognition

The Brentwood Police Officer's Association, Inc., hereinafter referred to as the "Association" is
the recognized employee organization for employees occupying regular positions in the Police
Department except for management employees. The Association is the recognized employee
organization for Police Sergeants and Police Officers regarding employee salaries, benefits,
and working conditions.

1.02 The City Manager, or any person or organization duly authorized by the City Council, is the
representative of the Brentwood City Council, hereinafter referred to as the "City" in employer-
employee relations.

SECTION Il EMPLOYER'S RIGHTS AND RESPONSIBILITIES

The City, through its City Manager and Department Heads, retains, solely and exclusively, all
the rights, powers and authority to operate and manage its operations. The rights received to
the sole discretion of the City shall include, but not be limited to the foliowing:

To manage and direct its business and personnel; to manage, control and determine the
mission of its departments, building facilities and operations; to create, change, combine or
abolish jobs, departments and facilities in whole or in part, to subcontract or discontinue work
for economic or operational reasons, to direct the work force; to increase or decrease the work
force and determine the number of employees needed; to hire, transfer, promote and maintain
work standards, schedules of operation and reasonable workload; to specify or assign work
requirements and require overtime, to schedule working hours and shifts; to adopt rules of
conduct and penalties for violation thereof, to determine the type and scope of work to be
performed and the services to be provided; to establish salaries of new classifications; to
determine the methods, processes, means, and places of providing services and to take
whatever action necessary to prepare for and operate in an emergency.

Nothing in this section shall be construed to limit, amend, decrease, revoke or otherwise
modify the rights vested in the City by any law regulating, authorizing or empowering the City to
act or refrain from acting.

Those managerial functions, prerogatives and policymaking rights, whether listed above or not,
which the City has not expressly modified or restricted by a specific provision of this Agreement
are not in any way, directly or indirectly, subject to a grievance procedure.
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SECTION Il ASSOCIATION MEMBERSHIP

3.01 The Association shall be allowed, by the City, use of space on available builetin boards for
communications having to do with official association business, such as times and places of
meetings, provided such use does not interfere with the needs of the City.

3.02 Any representative of the Association shall give notice to and request permission from the
department head or his designated representative when desiring to contact departmental
employees on City facilities during the duty period of the employees, providing that solicitation
for membership or other internal association business shall be conducted during the non-duty
hours of all employees. Pre-arrangement for routine contact must be made with the individual
department head.

3.03 City buildings and other facilities may be made available for use by employees, the association,

or their representatives in accordance with such administrative procedures as may be
established by the City Manager or department heads concerned.

SECTION IV NO DISCRIMINATION

The City and the Association agree that there shall be no discrimination of any kind because of race,
creed, color, religion, national origin, physical or mental handicap, sex, politicai affiliation or legitimate
association activity against any employee or applicant for employment; and to the extent prohibited by
applicable state and federal law there shall be no discrimination because of age.

"Employees” means all workers covered by the Memorandum of Understanding whether male or
female, and the use of masculine pronouns or other masculine terms shall include the feminine.

SECTION V ATTENDANCE AT MEETINGS BY EMPLOYEES

City employees who are official representatives of the Association shall be given reasonable time off
with pay to attend meetings with City representatives, or be present at City hearings when requested
by the City where matters within the scope of representation or grievances are being considered
during the employee's regularly scheduled work time. The use of official time for this purpose shall be
reasonable and shall not interfere with the performance of City services as determined by the City.
Under no circumstances shall an employee receive overtime pay for time spent to attend meetings for
the purposes outlined in this section. Employee representatives shall submit a request for excused
absence to the Police Chief in a manner acceptable to the Police Chief, at least two working days prior
o the scheduled meeting whenever possible. Except by mutual agreement, not more than four (4)
employees may be excused for such purposes.

SECTION VI SALARIES

8.01 Salary ranges for all employees in the Association will be set forth as Attachment A" which
is attached hereto and made a part hereof {Effective July 1, 2012 1% above current salary).
Effective July 1, 2013 all ranges shall be increased by 2%. Effective July 1, 2014 all ranges
shall be increased by 3%. Effective July 1, 2015, all ranges shall be increased by 2% and
effective July 1, 2016, all ranges shall be increased by 1%.
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6.02

. The parties agree that salary increases as set forth in this Memorandum of

Understanding, will be effective as approved by Resolution of the City Council, for all
employees in the Association employed by the City on the date this agreement is
formally approved by the City Council.

. The parties agree to re-open the contract to discuss pay items if any of the following

conditions are met:

1. If as of July 1, 2015, the salaries of the Police Officer are 7% above or below the 85"
percentile of the survey agencies, or

2. If as of July 1, 2015, the City's employer rate for CalPERS (for those employees
hired prior to July 1, 2012) exceeds a 6% increase above the July 1, 2013 rate, or

3. If the City's assessed valuation falls below or exceeds the ranges below for any given
year of the contract:

Year Measurement | Fiscal Model Lower end of | Upper end of
Date Projections range range

13/14 July 1, 2013 5,486,000,000 |5,267,000,000 | 5,870,000,000

14/15 July 1, 2014 5,641,000,000 |[5,264,000,000 | 5,984,000,000

15/16 July 1, 2015 5,694,000,000 | 5,352,000,000 | 6,206,000,000

16/17 July 1, 2016 5,880,000,000 | 5,468,000,000 | 6,468,000,000

The Fiscal Model Projections are from the 2011/12 — 20/21 Fiscal Model as received by
the City Council on March 27, 2012. These projections were a key factor in determining
funding availability for the five year salary package provided herein. As such, the City
wishes to retain the ability to re-open the contract should the actual assessed valuation,
as of the “Measurement Date”, fall below “the Lower end of range” shown above. The
“Lower end of range” has been calculated as 4% below the Fiscal Model assessed
valuation projection for FY 13/14; 5% below the projection for FY 14/15; 6% below for
15/16 and 7% below for 16/17.

Conversely, the City also wishes to allow the bargaining groups to re-open if assessed
valuation figures exceed the projections to the point that they exceed the “Upper end of
range” in the above chart. The “Upper end of range” has been calculated as 7% above
the Fiscal Model assessed valuation projection for FY 13/14; 8% above the projection for
FY 14/15; 9% above for 15/16 and 10% above for 16/17.

The percentage of variance needed to trigger a re-open under the “Upper end of range”
is greater than under the “Lower end of range” in recognition of the fact that the City's
Fiscal Model, even after incorporating the financial impacts from labor negotiations, is
still projecting annual operating deficits.

The rates of pay set forth in Attachment "A" represent for each classification the standard rate
of pay rounded to the nearest dollar for each monthly pay period based upon an average
month of 173.33 hours; unless the schedule specifically indicates otherwise. The rates of pay
set forth in Attachment "A" represent the total compensation due employees, except for
overtime compensation and other benefits specifically provided for by the City or this
Memorandum of Understanding. Except as herein otherwise provided, the entrance salary for
a new employee shall be the minimum salary for the class to which they are appointed. When
circumstances warrant, the City may approve an enirance salary that is more than the



minimum salary for the class to which the empioyee is appointed. Such a salary may not be
more than the maximum salary for the class to which the employee is appointed.

6.03 Regular and probationary employees shall be considered by the appointing authority on their
salary eligibility dates for advancement to the next higher step in the salary range for their
respective classification as follows:

(1 After completion of six months of full-time satisfactory service in the first step of the
salary range, and upon recommendation of the department head, the probationary
employee shall be advanced to the second step in the salary range for their
classification. If an employee is appointed at a step higher than the first step of the
salary range, their merit increase shall be after 12 months of full-time satisfactory
service and upon recommendation of the department head.

(2) After completion of 12 months of full-time satisfactory service in the second step of the
salary range and upon recommendation of the department head, the employee shall
advance to the third step in the salary range.

(3) After completion of 12 months of full-time satisfactory service in the third step of the
salary range, and upon recommendation of the department head, the employee shall
advance to the fourth step in the salary range.

(4) After completion of 12 months of full-time satisfactory service in the fourth step of the
salary range, and upon recommendation of the department head, an employee may be
advanced to the fifth step in the salary range for their classification.

Each employee shall be considered for a salary step increase according to that employee's eligibility
date, which shall be the first day of the month following completion of the required number of pay
periods. Employees that begin employment on or before the 15th of the month shall be given credit
for the entire month. Employees that begin employment after the 15th of the month shall be required
to work six full months in addition to that portion of their first month.

Changes in an employee's salary because of promotion, demotion, postponement, or of any salary

step increase or special merit increase will set a new salary eligibility date for that employee and wiil
coincide with the first working day of the month following the above procedures.

Salary range adjustments for an entire classification will not set a new salary eligibility date for
employees serving in the classification.

6.04 SALARY STEP PLACEMENT AFTER PROMOTION OR DEMOTION

(1) A regular employee who is promoted to a position in a class with a higher salary range,
than the class from which he or she was promoted, shall be appointed to that step in
the higher salary range which will result in an increase in the employee's salary of
approximately five percent (5%), provided, that in no event shall the new salary be
higher than the maximum of the salary range of the class to which the employee is
promoted. Such salary increase shall be effective as of the date upon which the
promotion is effective. For the purpose of further step increases within the new salary
range, promotions which take effect between the first and fifteenth of the month will be
calculated based on the first of that month, promotions which take effect between the
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6.05

sixteenth and the end of the month shall be caiculated based on the first of the
following month.

(2) A regular employee who is demoted to a position in a class having a lower salary range
than the class from which the employee was demoted shall be placed in the new
classification at the top salary step of the lower classification. Such salary decrease
shall be effective as of the date upon which the demotion is effective. However, under
no circumstances shall the employee receive a higher salary than the position from
which they are demoted. In the event the top salary step of the new classification is
higher, the employee will be placed at the step appropriate to establish a salary at or
below the former classification. The employee's salary eligibility date for step
advancement shall not be changed and further step increases in the lower salary range
shall be determined by the provisions of Section 6.03.

Salary on Transfer

There shall be no change in the compensation or the salary eligibility date of an employee who
is transferred from one position in a class having the same salary range.

SECTION Vil WORK SCHEDULE

7.01

7.02

7.03

Regular employees with the rank of Sergeant and below will be regularly assigned to work four
(4), ten (10) hour consecutive workdays per week. A week to consist of seven (7) consecutive
days commencing at 0001 hr. on Sunday morning and ending on the following Saturday night
at midnight. Changes to this policy may be made at any time with the mutual agreement of the
Police Chief and the Association or individual member thereof if it affects only that individual
member with approval of the City Manager.

a. Meal break — The normal workday is ten (10) hours in a four (4) day workweek or eight
(8) hours in a five (5) day workweek as presently assigned, including training
assignments. The normal workday shall include on-duty time for a meal break. Missed
meal breaks do not result in an overtime entitlement for employees.

Employees occupying part-time positions shall work hours and schedules as prescribed by the
Police Chief and approved by the City Manager.

Rotating shift assignments for regular police officers shall be completed no less than thirty (30)
days prior to the start of the next rotation and shall be made on the basis of seniority as
follows:

a. The police officer with the greatest seniority in rank will choose the shift assignment
hefshe desires; the police officer who is second in seniority, will choose the shift he/she
desires from among the remaining shift assignments. The police officers, who are 3¢
4™ and 5", etc. in seniority, will choose their shift assignments in the same manner,
provided that each police officer must sign up for a shift with week days off once within
a twelve (12) month period. Officers shali make a shift rotation so as to select at least
one night shift rotation and at least one day shift rotation within a two year pericd.



This policy shall not apply to police officers assigned to a particular shift while on
special assignment including, for example, the school resource officer/youth liaison
officer, traffic officers, K-9 officers, detectives and probationary officers.

Temporary reassignment of shifts related to foreseeable circumstances, such as
vacation, training, prescheduled comp time off or preplanned special events will require
a minimum of a five calendar day advance written notice and will be based on
seniority, unless voluntarily backfilled.

Shift sign-ups shal! be for a four (4} month period — January, February, March, April —
May, June, July, August — September, October, November, December.

7.04 When dealing with foreseeabie circumstances, five calendar days written nctice shall be given
to the employee prior to any shift adjustment being implemented.

7.05

Specialized Assignments, in contrast to the general patrol assignment, are sworn officer
positions of at least 90 days in duration which focus on a particular law enforcement function
as determined by the Chief of Police. Not limited to and by way of example only, specialized
assignments include Juvenile Officer, Investigator, Narcotic Officer, Traffic Officer and
Administrative Officer. The following provisions shall apply to officers at the rank of Sergeant
or below, who are assigned to a specialized assignment.

a.

After considering the needs of the department, the community and the employee
assigned, the Chief of Police will make a good faith determination as to the employee's
"core" work week appropriate to the specialized assignment. A "core" work week, by
way of example only, may be a 4/10 plan, 5/8 plan, or a 3-4/12-8 pian.

1. The core work week determination shall provide for established consecutive
workdays not to exceed (5) five per week and consecutive work hours not to
exceed (12) per day. The core work week will be maintained according to the
needs of the specialized assignment.

2. The intent of an established core work week is to provide the officer continuity in
the number of consecutive days and hours worked during the term of
assignment; however, the core work week may be subject to temporary change
upon reasonable notice due to a special circumstance, for example: patrol shift
replacement due to iliness or vacation, training, an emergency, or to accomplish
a unigue need of the specialized assignment.

A "shift" is defined as the designated days and working hours of the employee's core
work week. Specialized assignments are subject to fluctuating shifts based on the
needs of the assignment. Unless impractical under the circumstances, at least one
weeks notice will be provided to the employee as to any changes in shift assignments.

When a general patrol shift opening occurs due to the transfer of an officer from
general patrol to a specialized assignment, the Chief of Police may designate a
reasonable method for assigning personnel to cover the open shift. Unless impractical
under the circumstances, officers transferring between general patrol and specialized
assignments shall assume the other's work week and shift. Officers transferred into
general patrol will be eligible for seniority shift rotation during the next scheduled sign-
up period.
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d. The creation and termination of specialized assignments, the duties of such
assignments, the appointment of officers to such assignments, and the duration of such
appointments, is to be determined by the Chief of Police.

e. The call-out pay provisions of Section XVIII shall be construed in accord with the
working hours and work week of the employee assigned to the specialized assignment.

f. The accumulation and computation provisions of Section VIl concerning overtime pay,
all sick leave, vacation, holiday and compensatory time shall be construed in
accordance with the working hours and work week of the employee assigned to the
specialized assignment.

g. An employee assigned to a specialized assignment shall be entitled to all provisions of
this Memorandum of Understanding concerning holidays. The Chief of Police, in
histher discretion, may direct a specialized assignment employee not to work an
otherwise scheduled holiday. All specialized assignment employees who work the
majority of their shift on the actual holiday shall be paid an extra five (5) hours pay.

SECTION ViiI OVERTIME

8.01

8.02

Overtime will be accumulated for any time worked in excess of ten (10) hours per shift or forty
(40) hours per regularly scheduled work week. Overtime is earned in fifteen (15) minute
increments. All overtime shall be accumulated on a time and one-haif basis and paid in the
form of compensatory time off or wages, at the choice of the employee. There will be no
minimum requirements for compensatory time held "on the books," but the maximum any
employee may accumulate is eighty (80) hours, unless previously approved by the Police
Chief.

For the computétion of overtime pay, all sick leave, vacation, holiday and compensatory time
used by an employee will be figured as part of that employee's workweek.

SECTION 1X LEAVE OF ABSENCE

9.01

9.02

Members of the Association shall receive credit for thirteen (13) holidays per year. The thirteen
(13) holidays per year shall be computed on an eight (8) hour day consisting of a maximum of
one hundred four (104) hours per year. Holiday compensation shall be based on the calendar
year with the first fifty-two (52) hours of holiday time to be paid in a regular payroll check to -
eligible employees during the second pay period in May. The second fifty-two (52) hours of
holiday time is to be paid in a regular payroll check to eligible employees during the second pay
period in November. New employees will receive a pro-rated share of paid holiday time. A
pro-rated share of holiday time will be deducted from an employee's final check from the City.

All personnel who work at least 50% of their shift on the actual holiday shall be paid at the rate
of time and one-half (1 1/2) for said holiday up to five (5) extra hours for a ten (10) hour
scheduled work day. For example: Officer #1 worked 7 hours on the holiday — he receives the
additional 5 hours of pay. Officer #2 worked 4 hours on the holiday — he does not receive any
additional pay.



9.03

9.04

9.05

9.06

9.07

Council/Administrative Policy No. 20-9, Vacation Buyback provides cash in-lieu of time off for
accrued vacation. Each March, employees may elect to receive cash for up to 40 hours of
accrued vacation or holiday bank if applicable. This exchange will be paid in conjunction with
the final salary payment in March. Additionally, upon reaching an employee’s third (39
anniversary date with the City, they will become eligible to exchange an additional one (1)
week’s accrued vacation for a lump sum payment at the employee’s current salary rate. This
exchange will be paid in conjunction with the final salary payment for October of each year.
These lump sum payments shall not be considered part of salary for retirement or other salary
related benefits.

Longevity Incentive Plan

The City has implemented an employee longevity incentive program to acknowledge the value
of employees with several years of service with the City. The following example of benefits
shall be provided based on employment in increments of five years:

After 5 complete years of continuous full-time employment, the employee shall receive one
bonus week of vacation (40 hours) to be added to the employee’s accrued vacation total.

After 10 completed years of continuous full-time employment, the employee shall receive one
bonus week of vacation {40 hours) to be added to the employee’s accrued vacation total.

In recognition of previous years of service, employees that have 5 years or more full-time
employment with the City will receive one bonus week of vacation total. Thereafter, each 5
years of ful-time employment with the City will receive one bonus week of vacation as
described above in section 9.04.

Vacation Leave

No employee who has served less than six months shall receive vacation credits. However,
upon completion of six months of service, the employee shall receive six months of vacation
credit. Employees are eligible to use accrued vacation after six (6) months of continuous
service, but not before.

The following vacation monthly accrual schedule shall be in effect during this Memorandum.

1. Employees with less than five years of continuous City employment shall accrue 13
days of vacation leave per year. _

2. Employees with more than five, but less than twelve years of continuous City
employment shall accrue 18 days of vacation leave per year.

3. Employees with more than iwelve, but less than twenty years of continuous City
employment shall accrue 23 days of vacation leave per year.

4. Employees with more than twenty years of continuous City employment shall accrue 28
days of vacation leave per year.
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9.08

9.09

9.10

9.1

9.12

9.13

9.14

Vacation accrual will be based on an eight (8) hour day. Part-time employees will receive a
prorated vacation credit. No employee shall be permitted, without the written recommendation
of the Police Chief and the written approval of the City Manager, to carry more than one and
one-half (1 1/2) times the annual earned vacation. Refer to Council/Administrative Policy 20-8
for more detail.

No vacation may be taken before it is earned, except that a vacation may be commenced
where the total vacation will have been earned as of the final day of the vacation.

When an employee terminates, said employee shall receive a lump sum payment for accrued
vacation credits. For this purpose, service shall be rounded off to the nearest month. No
payment shall be made for vacation accumulated contrary to the provisions of the
Memorandum of Understanding.

For the purpose of determining the rate at which vacation credits are earned, only eligible,
continuous service with the City of Brentwood shall be considered. However, an authorized
leave of absence of less than 30 days shall have no effect on vacation credits and an
authorized leave of absence of more than 30 days shall not be considered a break in service
although no vacation credits shall be earned during any such leave of absence where the
employee is not in a payroll status.

Vacation shall be taken in increments of one-half (1/2) hour and not less.

Employees shall sign-up for vacation by seniority in assignment. Initial sign-up shall be for a
minimum of one (1) week (consecutive days) or up to the maximum vacation accumulation of
the employee. An employee may make a second selection after all other employees in his/her
assignment have had the opportunity to sign-up by seniority. Unless authorized in writing by
the Chief of Police or his designee, no more than one (1) employee on each
team/shift/assignment may be off on vacation at the same time.

For purposes of this section only, the following definitions apply:

Assignment shall equate to Patrol, Patrol Sergeant, School Resource Officer, Motorcycle
Officer or Youth Services Liaison. Shift shall equate to Day Shift, Swing Shift or Graveyard
Shift. Team shall equate to those employees working the same hours with the same regular
days off. Week shall equate to four (4) days when working a 4/10 shift, and five (5) days when
working a 5/8 shift.

Personal Time Off

Beginning May 1, 2013 and each subsequent year of the agreement (May 1% — April 30™), all
members covered by this MOU are eligible to use up to twenty (20) hours of paid time off for
personal leave. This time shall be placed on the employees books effective every May
commencing May 1, 2013. The employee can use this time off all at once or in as little as one
(1) hour increments. Employees will not be allowed to use personal time off if the department
would have to backfill the employee’s time off with overtime. These hours shall have no cash
value, shall not be eligible for payment upon termination of employment, and shall not be
transferable from one year to the next. Each employee is eligible for the full 20 hours of paid
time off regardless of the duration of their employment. This provision will sunset at the end of
this agreement.
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9.15
9.16

9.17

9.19

9.19

9.20

9.21

If the City cannot confirm this to be a cost neutral benefit, the City will not provide the personal
time off, but will instead increase the maximum accrual for compensatory time from eighty (80)
hours to one hundred (100) hours effective May 1, 2013.

Sick Leave
Sick leave accrual will be based on an eight (8) hour day at the rate of one (1) day per month.
Unused sick leave shall accumulate from year to year without limit.

At time of termination, employees shall receive no remuneration or payment for unused
accumulation of sick leave.

When an employee retires from the City of Brentwood, unlimited earned unused sick leave
shall count toward service credit for retirement purposes under the terms and conditions
contained within the PERS statutes.

Employees are permitted to utilize sick leave, charged in increments of one-half (1/2) hour and
not less, for those hours which the employee would normally have worked, to a maximum of
the hours accrued.

When the requirement for sick leave is known to the employee in advance of his absence, the
employee shall request authorization for sick leave at such time, in the manner hereinafter
specified. In all other instances the employee shall notify his supervisor or the department
office promptly by telephone or other means.

Before an employee may be paid for the use of accrued sick leave, he shall complete and
submit to his department head for approval a signed statement, on a prescribed form, stating
the dates and hours of absence, the exact reason and such other information as is necessary
for the request to be evaluated. If an employee does not return to work prior to the preparation
of payroll, other arrangements may be made with the approval of the department head.

The department head may require a physician's statement at the City's expense, if any, from
an employee who applies for sick leave, or make whatever investigation into the circumstances
that appear warranted before taking action on the request. Sick leave may be utilized for
personal injury resulting during off-hours only.

Male members of this bargaining unit may use up to two weeks of sick leave for birth or
adoption under Family and Medical Leave Act. Female members of this bargaining unit may
use sick leave as provided by the California Family Rights Act of 1991 and the Family and
Medical Leave Act of 1993.

Military Leave

Military Leave shall be granted in accordance with the applicable provisions of State law.

Jury Duty

Any employee legally required to serve as a juror or witness in any judicial proceedings on a
regularly scheduled work day shall be entitled to full pay for any period of time actually so
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9.22

9.23

9.24

9.25

026

9.27

9.28

9.29

served. However, this provision shall not apply if the employee is a non-subpoenaed witness
or litigant against the City notwithstanding a Grand Jury subpoena. A judicial proceeding is
defined as, but is not limited to, coroner's inguests and hearings held pursuant to actions
pending in either Justice, Municipal, Superior or Federal Courts or other official proceedings to
which an employee is subpoenaed in relation to his or her City employment.

Any per diem compensation received by an employee for such service performed on a
regularly scheduied workday shall be immediately remitted to the City. Any mileage payments
received by such employees shall be promptly reporied. Any pending or probable absence
due to such service and termination of such service must be reported promptly. A copy of the
jury summons or subpoena will be filed with the City by the employee.

No employee shall be entitled to full pay for such service when rendered pursuant to an action
or proceeding in which such employee or member of the immediate family thereof is a part to
such action or proceeding, excepting there from actions initiated by the City and having some
connection with such employee's employment by said City.

Other Leaves of Absence

The City Manager may grant temporary leave to a regular employee, without pay, for a period
not to exceed thirty (30) days.

The City Council may grant temporary leave to a regular employee, without pay, for a period
not to exceed one (1) year.

No such leave shall be granted except upon written request of the employee. Approval shall
be in writing and a copy filed with the Human Resources Division. A regular employee with a
granted leave of absence shall not receive compensation for holidays that occur during such
leave nor shall hefshe accrue vacation or sick leave credit. His or her anniversary date shall be
deferred by the length of such leave. If the approved leave is for medical reasons, the City
shall continue to pay life and medical insurance premiums for up to the first three (3) months of
such leave. Employees may continue to be covered by the City health plan provided they
submit the premium payment prior to the first due date.

If the approved leave is for medical or maternity reasons, the employee shall not refurn to work
until he or she provides the City with a doctor's certificate stating that the employee is capable
of resuming normal duties on a full-time basis.

Upon expiration of an approved leave, the employee shall be reinstated in the position held at
the time leave was granted or to an equivalent position. An employee who fails to report to
work for their next scheduled work period at the expiration of his or her leave shali be deemed
to have voluntarily terminated their empioyment with the City.

An employee who is absent from work for three of their scheduled working days or more

without an approved leave of absence in accordance with the provisions of this section shall be
deemed to have voluntarily terminated their employment with the City.
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SECTION X HEALTH INSURANCE

10.01

10.02

10.03

The City shall provide medical coverage for employees. The City shall pay medical
premiums up to the following amount for all employees:

For employees hired prior to July 1, 2012

The maximum medical premium amount paid by the City shall be $1,250.66. All increases in
the full family Kaiser rate will be split 70% (City) — 30% (Employee) until such time that the
City's contribution amount is $1,500 at which time the cap will remain in place at that amount
until the Kaiser employee only rate exceeds this amount. From that time, the City's
contribution rate shall equal the Kaiser employee only rate. The maximum amounts
described herein include the PEMCHA minimum (currently $112/month).

For employees hired on or after July 1, 2012

The maximum medical premium amount paid by the City shall be equal to the Kaiser
employee only rate, which has been established as $610.44 per month as of July 1, 2012.
The City shall increase the maximum medical premium amount to fully cover all increases in
the Kaiser employee only rate so that at no time shall the maximum medical premium
amount paid by the City be less than the Kaiser employee only rate. The maximum amounts
described herein include the PEMCHA minimum (currently $112/month).

The employees shall agree to pay any excess premium costs through a pretax payroll
deduction of the employee chosen plan, unless the IRS Tax Code changes.

The City shall provide vision care through Vision Services Plan (VSP) or equivalent plan that
provides vision care services through participating providers.

Retiree medical is available through the CalPERS Health Benefits Plan.

Employees must be vested with CalPERS and retire from the City of Brentwood to be eligible
to receive the retiree medical benefit.

For existing retirees and employees retired prior to July 1, 2012:

The maximum premium amount paid by the City shall be $1,250.68. All increases in full
family Kaiser will be split 70% (city) — 30% (retiree) with the retiree until the Kaiser employee
plus one dependent premium level is reached. From that time forward, the City’s
contribution rate shall equal the Kaiser employee plus one dependent rate. The maximum
amounts described herein include the PEMCHA minimum (currently $112/month). The
payment method of any excess premium due from retiree will be prescribed by CalPERS.

For current employees hired prior to July 1, 2012:

The previously enacted second tier for those employees hired after August 1, 2004
{CalPERS Vesting Plan) shall be eliminated and no distinction of hire date shall be made for
retiree medical purposes for any employee hired before July 1, 2012. The maximum
premium amount paid by the City for an employee retiring on or after July 1, 2012 shall be
equal to the maximum medical premium amount established in Section 10.01, “Health
Insurance” above. This maximum amount includes the PEMCHA minimum (currently
$112/month). Retirees shall be responsible for payment of any excess premium costs due
CalPERS. The payment method of the excess premium will be prescribed by CalPERS.
Annual adjustments to this rate shall also be consistent with the adjustments outlined in
Section 10.01, “Health Insurance” above.
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For employees hired on or after July 1, 2012:

The maximum premium amount paid by the City for an employee retiring on or after July 1,
2012 shall be equal to the PEMCHA minimum amount, currently $112 per month. Retirees
shall be responsible for payment of any excess premium costs due CalPERS. The payment
method of excess premium will be prescribed by CalPERS. The City shall increase the
maximum medical premium amount to match the PEMCHA minimum amount in compliance
with the required PEMCHA minimum amount.

SECTION Xl | DENTAL INSURANCE

The City shall pay full dental coverage for members of this bargaining unit and their qualified
dependents. In the event that during the period of this Memorandum of Understanding, the
premiums required to maintain the current level of dental benefits are increased, the City shall
pay such increased premium amounts.

SECTION Xl LIFE INSURANCE

The City shall pay the premium for $20,000 of term life insurance with $100,000 accidental
death coverage for all members of this bargaining unit.

SECTION XllI DISABILITY INSURANCE

The City shall pay all the costs of a long-term disability insurance plan. The plan furnished by
the City for Sworn personnel shall be equal, or superior, to the benefits provided by the long
term disability insurance plan available through P.O.R.A.C. for Police Officers, which plan has
a 30 day waiting period, before disability benefits commence being paid.

SECTION XIV UNIFORM ALLOWANCE

14.01 All members of this bargaining group shall receive an annual uniform allowance based on the
fiscal year, in the amount of $1,000. The uniform allowance shall be paid through payroll as
follows: The regular payroll checks for the first pay period in October and the first pay period
in April will include an amount equal to half of the annual uniform allowance (less applicable
taxes). The uniform allowance will be pro-rated for new hires.

SECTION XV OTHER PAY

15.01 FIELD TRAINING OFFICER PAY - Sworn personnel assigned by the Chief of Police as Field
Training Officer (FTO) shall receive an additional 5% to their regular pay rate for each hour
spent training a new officer. No more than 26 weeks of training time will be allocated for each
new officer. Only one FTO shall be compensated for each hour of training.

Additional pay for FTO training of reserve officers shall be for actual training hours up to a
maximum of 480 hours for any one reserve officer. '
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15.02

15.03

15.04

BILINGUAL PAY - The City shall pay $600 per year, payable monthly, to individuals that are
fluent in the Spanish language. The determination of the employee's fluency shall be by a
mutually agreed upon procedure.

SPECIALIZED ASSIGNMENT PAY - Employees assigned to a specialized assignment shali
receive an additional 5% of their regular pay rate during the period of assignment to recognize
the more difficult scope of work and higher level of responsibility that is required of specialized
assignments. Specialized assignment pay shall be received by employees assigned by the
Chief of Police as School Resource Officer, Canine Officer, Motorcycle Officer, Detective,
Youth Liaison Officer, Professional Standards Unit Sergeant and Detective Sergeant.

SHIFT DIFFERENTIAL PAY - A shift differential of three percent (3%) of base salary has been
established for all members of the bargaining unit for all regularly assigned hours worked,
other than overtime, between 2100 and 0700 the following day for swing shift and graveyard
shift.

SECTION XVI EDUCATIONAL SUPPLEMENT

16.01

16.02

16.03

16.04

Possession of an AA Degree or P.0.S.T. Intermediate Certificate shall entitle a member of the
bargaining unit to an increase to base salary of two and one-half percent (2.5%)

Possession of a BS/BA Degree or P.O.S.T Advanced Certificate shall entitle a member of the
bargaining unit to an increase to base salary of five percent (6%).

Possession of a Masters Degree shall entitte a member of the bargaining group to an
increase to base salary of seven and one-half percent (7.5%).

The educational achievement supplement shall be paid on a monthly basis. Said supplement
shall be increased at the same percentage rate as sworn police employee salaries.

Qualifying courses and special instruction are to be pursued during the employee's off-duty
time. As the approved training will be outside the area of assignment, no employee shall be
allowed to attend the training while on duty, and no overtime shall be accrued for any training
pertaining to the approved hours. This will not restrict any employee to apply for time off when
said time can be deducted from his/her accrued overtime hours, or for arranging to trade shifts
with another employee, having another employee work his/her shift in order to attend classes.
The time off and trading of shifts shall be at the discretion of the shift supervisor and by
approval of the Department Head. Employees shall not be permitted to use City vehicles to
attend courses to qualify for the educational supplement.

A bargaining unit member will be entitled to receive only one of the above incentive pays. Only
educational degrees from accredited institutions of higher learning qualify for the educational
incentive program.

SECTION XVII COURT TIME

17.01

Personnel required to attend court on off-duty time will receive a minimum of four (4) hours at
time and one-half, or the actual time spent traveling to court, testifying and returning from
court, computed at time and one half, whichever is more. Personnel attending court just prior
to or at the end of a regularly scheduled shift will be paid for the actual amount of time just prior
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17.02

to or just after their regularly assigned shift that is utilized for court appearance purposes.
Such overtime before or after shift will be compensated at time and one-half for the actual time
spent directly before or after shift. Employees must be notified of a court cancellation no later
than 5:00 p.m. on the prior business day of the scheduled court appearance. If not, the
employee will be entitled to receive two (2) hours of pay at time and ene-half.

Personnel required to attend court on off-duty time have the option to commute to the Police
Department and exchange their vehicle with a BPD vehicle to drive to court. In the event that
personnel opt to drive their personal vehicle, they may submit mileage reimbursement for
actual miles traveled to court providing the miles are less than or equal to the mileage between
BPD and the courthouse. Personnel are not to be reimbursed for mileage from their residence
to BPD.

SECTION XVIiI CALL OUT

If an employee of this Association is ordered, by appropriate authority, to report for duty on
their time off and such call out is in excess of ten (10) hours per day/40 hours per week, or is
outside the normal business hours of the department (for non-sworn members) they will
receive compensation with a minimum of two (2) hours regular pay or time and one-half for
actual time worked, whichever is greater.

SECTION XIX EMPLOYEE PERS CONTRIBUTION

19.01

19.02

19.03

19.04

19.05

Members of this unit at the time of adoption of this agreement shall be members of the
Public Employees’ Retirement System (PERS) 3% at age 50 Public Safety Retirement Plan,
including the 5% Annual Cost of Living Allowance, and the one year highest compensation.

a. Effective July 1, 2012, members of this unit shall pay 3% of the employee’s
contribution to PERS on a pre-tax basis (unless the IRS tax code changes).

b. Effective July 1, 2013, members of this unit shall pay 6% of the employee’s
contribution to PERS on a pre-tax basis (unless the IRS tax code changes).

c. Effective July 1, 2014, members of this unit shall pay the full 9% employee’s
contribution to PERS on a pre-tax basis (unless the IRS fax code changes).

Members of this unit hired on or after July 1, 2012, or as soon as the CalPERS contract is
amended, shall be members of the Public Employees’ Retirement System (PERS) 3% at 55
Public Safety Retirement Plan (Tier 2). Employees hired on or after July 1, 2012 shall pay
the 9% employee’s contribution to PERS on a pre-tax basis (unless the IRS tax code
changes).

The second tier shall include the 2% Annual Cost of Living Allowance, and the three years
highest compensation calculation as defined by CalPERS.

Bargaining unit members shall be covered by the PERS “1959 Survivor Benefit” at Level 111
The PERS contract for bargaining unit members includes Military Service Credit as Public

Service, an optional benefit available through CalPERS. Employees electing this option are
fully responsible for any costs associated with the election of this benefit.
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SECTION XX

GRIEVANCE PROCEDURE

20.01 Definitions

a.

A "grievance” is defined as:

An alleged violation, misinterpretation or misapplication of the provisions of this
Memorandum of Understanding, Personnel Rules, or other City ordinances,
resolutions, policy andfor procedure manuails affecting the work conditions of the
officers covered by this Agreement.

A 'grievant" is any employee covered by the terms of this Memorandum of
Understanding who is adversely affected by an alleged violation, misinterpretation or
misapplication of the provisions of this Memorandum of Understanding, Personnel
Rules, or other City ordinances, resolutions, policy and/or procedure manuals affecting
the work conditions of the officers covered by this Agreement, or the Association.

A "day" is any day in which the administrative offices of the City are open for regularly
scheduled business.

Disciplinary action shall not be subject to the grievance procedure pursuant to this
Article.

20.02 General Provisions

a.

Until final disposition of a grievance, the grievant shall comply with the direction of the
grievant's immediate supervisor.

All documents dealing with the processing of a grievance shall be filed separately from
the personnel files of the participants.

Time limits for appeal provided at any level of this procedure shall begin the first day
following receipt of the written decision by the grievant and/or the P.O.A.

Failure of the grievant to adhere to the time deadlines shall mean that the grievant is
satisfied with the previous decision and waives the right to further appeal. The grievant
and the City may extend any time deadline by mutual agreement.

Every effort will be made to schedule meetings for the processing of grievances at
times which will not interfere with the regular work schedule of the participants. If any
grievance meeting or hearing must be scheduled during duty hours, any employee
required by either party to participate as a withess or grievant in such meeting or
hearing shall be released from regular duties without loss of pay for a reasonable
amount of time.

Any Association member may at any time present grievances to the City and have such
grievances adjusted without the intervention of the P.O.A., as long as the adjustment is
reached prior to arbitration and the adjustment is not inconsistent with the terms of this
Memorandum; provided that the City shall not agree to resolution of the grievance until
the P.O.A. has received a copy of the grievance and the proposed resolution and has
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been given he opportunity to file a response. Upon request of the grievant, the grievant
may be represented at any stage of the grievance procedure by a representative of the
P.OA.

20.03 Procedure

a.

b.

d.

Level | - Informal Resolution

M Any Association member who believes he/she has a grievance shall present the
grievance orally to his/her immediate supervisor within fifieen (15) business
days after the grievant knew, or reasonably should have known, of the
circumstances which form the basis for the grievance. Failure to do so will
render the grievance null and void. The immediate supervisor shall hold
discussions and attempt to resolve the matter within ten (10) days after the
presentation of the grievance. It is the intent of this informal meeting that at
least one personal conference be held between the aggrieved employee and
the immediate supervisor.

Level Il - Formal Written Grievance

(1) If the grievance is not settled during the informal conference and the grievant
wishes to press the matter, the grievant shall present the grievance in writing on
the appropriate form to the Supervising Lieutenant within ten (10) days after the
oral decision of the immediate supervisor. The written information shall include:
(a) A description of the specific grounds of the grievance, including names,
dates and places necessary for a complete understanding of the grievance; (b)
A listing of the provisions of this agreement of City Rules, ordinances, policies
and/or procedures which are alleged to have been violated; (c) A listing of the
reasons why the immediate supervisor's proposed resolution of the problem is
unacceptable; and (d) A listing of specific actions requested of the City which
will remedy the grievance.

The Supervising Lieutenant shall communicate his or her decision to the grievant in
writing within ten (10) days after receiving the grievance. If the Supervising Lieutenant
does not respond within the time limits, the grievant may appeal to the next level.

Within the above time limits either party may request a personal conference.

20.04 Level lll - Appeal to the Chief of Police

a.

If the grievant is not satisfied with the decision at Level Il and the grievant wishes to
press the matter, the grievant shall present the grievance and all supporting documents
to the Chief of Police within ten (10) days after the written decision of the Supervising
Lieutenant. The grievant shall include a clear, concise written statement of the reasons
why the decision at Level |l is unsatisfactory.

The Chief of Police shall communicate his or her decision to the grievant in writing
within ten (10) days after receiving the grievance. If the Chief of Police does not
respond within the time limits, the grievant may appeal fo the next level.

Within the above time limits either party may request a personal conference.
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20.05 Level IV - Appeal Officer

a.

If the grievant is not satisfied with the decision at Level I, the grievant may within ten
(10} days of the receipt of the decision at Level Ill, request an appeal. The request for
appeal shall be to the City Manager in writing and shall include a clear, concise
statement of the reasons for the appeal.

Within (5) days of the receipt of the written request for appeal, the City Manager shall
appoint an Appeals Officer of his or her choice to review the decision at Level lIl.

Within 10 days of his or her appointment, the Appeals Officer shall meet with the
grievant and his or her representative, if any, and representative(s) of the City to review
the grievance.

The Appeals Officer shall communicate his or her decision to the grievant and the City
Manager within ten (10) days. If the Appeals Officer does not respond within the time
limits provided, the grievant may appeal to the next level.

20.06 Level V - Advisory Arbitration

a.

If the grievant is not satisfied with the decision at Level IV, the grievant may within ten
(10) days of the receipt of the decision submit a request in writing to the P.O.A. for
arbitration of the dispute. Within twenty (20) days of the grievant's receipt of the
decision at Level IV, the P.O.A. shall inform the City of its intent as to whether or not
the grievance will be arbitrated.

The determination to pursue any grievance to arbitration is solely at the discretion of
the P.OA.

If a grievance will proceed to arbitration, the City shall obtain from the American
Arbitration Association a list of seven potential arbitrators. The parties, using the
alternate strike method, shall strike names from the list until one name remains, who
shall be the arbitrator to hear the grievance. The party first to strike shall be
determined by coin toss.

The arbitrator agreed upon by the P.O.A. and the City to hear the merits of any
grievance shall determine any issues raised regarding the arbitrability of a grievance.

The arbitrator shall, as soon as possible, hear evidence and render a decision on the
issue or issues submitted to him. If the parties cannot agree upon a submission
agreement, the arbitrator shall determine the issues by referring to the written
grievance and answers thereto at each step.

The City and P.O.A. agree that the jurisdiction and authority of the arbitrator so
selected and the opinions the arbitrator expresses will be confined exclusively to the
interpretation of the express provision or provisions of this Agreement at issue between
the parties. The arbitrator shall have no authority to add to, subtract from, alter, amend
or modify any provisions of this Memorandum or the written ordinances, resolutions,
rules, regulations and procedures of the City, nor shall he/she impose any limitations or
obligations not specifically provided for under the terms of the Memorandum. The

20



arbitrator shall be without power or authority to make any decision that requires the City
of management to do an act prohibited by law.

After a hearing and after both parties have had an opportunity to make written
arguments, the arbitrator shall submit in writing to all parties his/her findings and
recommendations.

The arbitrator's findings and recommendations shall be advisory only.

Within five (5) days of the receipt of the arbitrator's determination, the City Manager
shall render a final decision on the grievance.

The fees and expenses of the arbitrator shall be shared equally by the City and P.O.A.
Either party may request a certified court reporter to record the entire arbitration
hearing at the requesting party's expense; however, the parties may mutually agree to
share equally the costs of such court reporter.

All other expenses shall be borne by the party incurring them, and neither party shall be
responsible for the expense of withesses called by the other.
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SECTION XXI DURATION OF NEGOTIATIONS

This Memorandum of Understanding shall be effective July 1, 2012, except for those provisions
of the Memorandum of Understanding which have been assigned other effective dates as
hereinabove set forth and shali remain in full force and effect to and including the 30th day of
June, 2017, and shall continue thereafter from year to year unless at least forty-five (45) days
prior to the first of July 1, 2017, but not more than one hundred and twenty (120) days prior to
the expiration of this agreement or the first day of July of any subsequent year either party shall
file written notice with the other, of its desire to amend, modlfy or terminate this Memorandum
of Understanding.

The parties hereto agree to meet and confer no later than the first of April, 2017 concerning
negotiations and ground rules for the contract term beginning July 1, 2017.

This agreement sets forth the full and entire understanding of the parties regarding the matters
set forth therein and that any other prior or existing understanding or agreement regarding the
matters set forth therein, whether formal or informal, is superseded in their entirety by the new
agreement. Nothing in the agreement shall preclude the parties from mutually agreeing to
meet and confer on any subject within the scope of representation during the term of this
agreement.

IN WITNESS WHEREOF the parties hereto have executed this Memorandum of Understanding this.

oger Wilson, President

Tjh Herbert! Rep[fééenta’uve
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Side Letter to the 2012-17 Memorandum of Understanding (“MOU”) between the City of
Brentwood (“City”) and the Brentwood Police Officer's Association (“BPOA”) confirming
the City’s intent to apply the requirements of the Public Employees’ Pension Reform Act
of 2013 (“PEPRA”)

The City and BPOA recognize that the PEPRA establishes certain non-negotiable mandates
affecting employees hired on or after January 1, 2013, who are “new members” under the
PEPRA and as determined by CalPERS. These mandates include, but are not limited to, the
benefit formula, the final compensation period and the employee contribution rate applicable to
new members.

1. Section 19 ~ Employee PERS Contribution

Insert sub-section 19.06 Public Employees’ Pension Reform Act (PEPRA)
Reguirements

Qualifying employees hired on or after January 1, 2013, who are “new members” as
determined by CalPERS will receive the 2.7% at 57 retirement formula based on a
36-month final compensation period, and wili contribute at least 50 percent of the
total normal cost rate for their retirement plan.

Optional benefits that are already in place under the City’s CalPERS contract and
contract amendments will apply to new members uniess those optional benefits are
inconsistent with the PEPRA, such as the 12-month final compensation period.

The undersigned representative of the BPOA and the City Negotiator, as authorized by the City
Council, have reached agreement on the above adjustment this _3|3" day of January 2013. The
above item will be presented to the City Council for approval at the City Council meeting of
February 12, 2013, or as soon thereafter as possible. The effective date of the modification will
be January 1, 2013 following approval by the City Council.

BRENTWOOD POLICE OFFICER’S
ASSOCIATION CITY OF BRENTWOOD

Ay sl (o)

Roy Word, Viee=President Z(o,/‘ Paul R. Eldredge, City Manager




Side Letter of Agreement Between
City of Brentwood and The Brentwood Police Officer’s Association

This Side Letter of agreement is executed by and between the City of Brentwood
(“City”) and the Brentwood Police Officer's Association (“BPOA”).

The parties agree that they have met and conferred over the terms described
herein. The following agreement reflects the understanding of the parties.
The City and the BPOA have mutually agreed to the following modifications to
the 2012-2017 Memorandum of Understanding (“MOU") between the City and
the BPOA.

1. Replacement of MOU Section 10.01: The City shall provide medical
coverage for eligible bargaining unit members that elect medical coverage
through the City-offered medical plans. The City shall pay medical
premiums up to the following amount for eligible bargaining unit members:
Effective July 1, 2014 the maximum medical premium amount paid by the
City shall be equal to the full family rate for the lowest cost HMO plan
offered by the City. The City currently offers health insurance benefits
through the CalPERS Health Benefits Program. The City will meet and
confer in good faith with the BPOA prior to offering health insurance
benefits outside of the CalPERS Health Benefits Program. Any
replacement health insurance benefits must be agreed to by the BPOA.
During the term of this Side Letter agreement, the City shall provide for a
maximum annual increase of 10% but in no instance shall the maximum
annual contribution exceed the full family rate for the lowest cost HMO
plan offered by the City. In the event the medical premium increase is less
than 10%, the City's sole obligation is to pay the actual increase. The
maximum amounts described herein include the PEMHCA minimum
(currently $119/month). The employees shall agree to pay any excess
medical premium costs through a pretax payroll deduction of the
employee chosen plan, unless the IRS tax code changes.

2. Replacement of Section 10.03, section addressing Current Employees
hired prior to July 1, 2012: The previously enacted second tier for those
employees hired after August 1, 2004 (CalPERS Vesting Plan) shall be
eliminated and no distinction of hire date shall be made for. retiree medical
purposes for any employee hired before July 1, 2012. The maximum
premium amount paid by the City for an employee retiring on or after July
1, 2012 shall be $1491.41 per month. All increases in full family Kaiser will
be split 70% (City) — 30% (retiree) with the retiree until the City’s
contribution equals $1,500 per month and will then be capped at that
amount. If during the term of the agreement, the Kaiser employee only
rate exceeds $1,500 per month, the retirees shall receive a monthly
amount equal to the Kaiser employee only amount. This maximum
amount includes the PEMHCA minimum (currently $119/month). Retirees



shall be responsible for any excess premium costs due CalPERS. The
payment method of the excess premium will be prescribed by CalPERS.

3. Addition of MOU Section 10.04: Active employees that have medical
coverage by some other means, for example through a spouse, may elect
to receive “cash in-lieu” of medical coverage after they provide proof of
such medical coverage to the Human Resources Division. Upon the loss
of such coverage, employees shall notify the Human Resources Division
and shall enroll in one of the medical plans offered by the City. For those
existing employees who receive the “cash in-lieu” benefit on the effective
date of this Side Letter, the benefit amount will be reduced to the 2013
amount of $668.63 per month and shall be capped at that amount. The
“cash in-lieu” benefit amount shall be $300 per month for: a) employees
hired after the effective date of this Side Letter; or b) existing employees
who discontinue the City’s medical coverage and opt for “cash in lieu” of
medical coverage at a later date as long as they meet the requirements as
described above.

All other terms and conditions of the MOU between the City and the BPOA shalll
remain in full force and effect. This Side Letter shall remain in effect until June
30, 2017, unless the terms and conditions herein are superseded by: (1) further
agreement of the parties; or (2) if the parties re-open the MOU to discuss pay
items — pursuant to the terms and conditions of MOU Section VI, Salaries — and
the parties agree, in writing, to include health insurance benefits described in
MOU Section X and/or this Side Letter as a part of the re-opener discussions.
Should a re-opener occur in the manner described in number (2) above, the
parties must meet and confer in good faith and engage in all applicable impasse
procedures described in the City's Employer-Employee Relations Resolution
before the City Council may make a final determination.

The undersigned representatives of the BPOA and the City Negotiator, as
authorized by the City Council, have reached agreement on the above
adjustment this 2.3 _day of _[V\0as _, 2014, to be effective July 1, 2014.
The above item will be presented to the City Council for approval at the City
Council meeting of June 10, 2014 or as soon thereafter as possible.

Brentwood Police Officer’s Association CITY OF BRENTWOOD

o

ﬁep?;sentative Paul R. '

L LowT
Réprbsentative

Eldredge, City Manager



Side Letter of Agreement Between
City of Brentwood and the Brentwood Police Officers’ Association

This Side Letter of Agreement is executed by and between the City of Brentwood
(“City”) and the Brentwood Police Officers’ Association.

The parties agree that they have met and conferred over the terms described
herein. The following agreement reflects the understanding of the parties.

The City and the Brentwood Police Officers’ Association have mutually agreed to
the following modifications to the 2012-2017 Memorandum of Understanding
(“MOU"} between the City and the Brentwood Police Officers’ Association.

1. Modification to MOU Section 6.01:

» Retroactive to January 1, 2015, all salary ranges shall be increased
by 1% (in addition to the 3% increase which went into effect on July
1, 2014 pursuant to Section 6.01 of the MOU).

» Effective July 1, 2015, all salary ranges shall be increased by 1.5%
(in addition to the 2% increase to go into effect on July 1, 2015
pursuant to Section 6.01 of the MOU).

s Effective July 1, 2016, all salary ranges shall be increased by 1.5%
(in addition to the 1% increase to go into effect on July 1, 2016
pursuant to Section 6.01 of the MOU).

2. Elimination of MOU Section 6.01.b: Section 6.01.b of the MOU shall be
null and void and no further re-opener negotiations described in Section
6.01.b will occur before the expiration of the current MOU on June 30,
2017, unless mutually agreed to by the City and the Brentwood Police
Officers’ Association.

Except for the terms and conditions referred to above, all other terms and
conditions of the MOU between the City and the Brentwood Police Officers’
Association shall remain unchanged and in full force and effect. Unless
otherwise amended by the parties, this Side Letter of Agreement shall remain in
effect until June 30, 2017.

The undersigned representatives of the Brentwood Police Officers’ Association
and the City Manager, as authorized by the City Council, have reached

agreement on the above adjustments this __ 1> day of@}m_ugﬁm 5.



Brentwood Police Officers’ Association CITY OF BRENTWOOD
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