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MEMORANDUM OF UNDERSTANDING 
 

BETWEEN THE 
 

CITY OF VACAVILLE 
 

AND 
 

VACAVILLE MANAGERS ORGANIZATION, LOCAL #1 
 
 
This Memorandum of Understanding is entered into pursuant to the provisions of Section 3500, 
et seq. of the Government Code of the State of California. 
 
The parties 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 reached agreement on all matters 
relating to the employment conditions and employer-employee relations of such employees. 
 
This Memorandum of Understanding shall be presented to the VMO/Local #1 bargaining unit 
and the City Council as the joint recommendation of the undersigned parties for salary and 
employee benefit adjustments for the period commencing July 1, 2007 and ending June 30, 
2011. 

Section 1. Recognition 
1.1 Employee Organization Recognition 

Vacaville Managers Organization, VMO/Local #1, hereinafter referred to as the 
“VMO/Local #1”, is the recognized employee organization for the classifications listed in 
Appendix A, certified pursuant to Resolution No. 1971-E Adopted on January 26, 1971. 

1.2 City Recognition 
The City Manager or any person or organization duly authorized by the City Manager, is 
the representative of the City of Vacaville, hereinafter referred to as the “City”. 

Section 2. VMO/Local #1 Security 

2.1 Dues Deduction 
A) Payroll deduction for membership dues is granted by the City only to VMO/Local #1. 
 
B) The following procedures shall be observed in the withholding of employee earnings: 

 
(1) Payroll deductions shall be for a specific amount and uniform as between 

employee members of VMO/Local #1 and shall not include fines, fees and/or 
assessments. Dues deduction shall be made only upon the employee’s 
written authorization on a payroll deduction form. 

 
(2) Authorization, cancellation or modification of payroll deduction shall be made 

upon forms provided or approved by the City Manager. The voluntary payroll 
deduction authorization shall remain in effect until employment with the City 
is terminated or until canceled or modified by the employee in accordance 
with paragraph (7). Employees may authorize dues deductions only for 
VMO/Local #1 certified as the recognized representative of the unit to which 
such employees are assigned. 
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(3) Amounts deducted and withheld by the City shall be transmitted to the officer 
designated in writing by VMO/Local #1 as the person authorized to receive 
such funds at the address specified. 

 
(4) The employee’s earnings must be sufficient, after all other required 

deductions are made, to cover the amount of the deductions herein 
authorized. When an employee is in a non-pay status for an entire period, no 
withholdings will be made to cover that pay period from future earnings nor 
will the employee deposit the amount with the City which would have been 
withheld if the employee had been in a pay status during that period. In the 
case of an employee who is in a non-pay status during a part of the pay 
period, and the salary is not sufficient to cover the full withholding, no 
deduction shall be made. In this connection, all other required deductions 
have priority over VMO/Local #1 dues deduction. 

 
(5) VMO shall file with the City Manager an indemnity statement wherein VMO 

shall indemnify, defend and hold the City harmless against any claim made 
and against any suit initiated against the City on account of VMO dues 
collection or premiums for VMO sponsored benefits. In addition, VMO shall 
refund to employees any amounts paid to it in error upon presentation of 
supporting evidence. 

 
(6) Once per year the City shall provide VMO/Local #1 with a list of all current 

employees in the unit represented by VMO/Local #1, including the 
employee’s name, address, classification, and salary range. 

 
(7) Employees may cancel their dues deduction in the thirty (30) days following 

the signing of this contract and in the thirty (30) days following January 1 of 
each calendar year by notifying VMO/Local #1 and the City in writing. 

Section 3. VMO/Local #1 Representatives 

City employees who are official representatives of VMO/Local #1 shall be given 
reasonable time off with pay to attend meetings with management representatives, or to 
be present at hearings where matters within the scope of representation or grievances 
are being considered. The use of business time for this purpose shall be reasonable and 
shall not interfere with the performance of City services as determined by the City.  Such 
employee representatives shall submit a written request for excused absence to their 
Supervisor, with an information copy to their respective department heads and the 
Director of Human Resources, at least two (2) working days prior to the scheduled 
meeting whenever possible. Except by mutual agreement, the number of employees 
excused for such purposes shall not exceed two (2). 

Reasonable access to employee work locations shall be granted officers of VMO/Local 
#1 and their officially designated representatives for the purpose of processing 
grievances or contacting members of VMO/Local #1 concerning business within the 
scope of representation. Such officers or representatives shall not enter any work 
location without the consent of the City Manager or where the authority has been 
delegated by the City Manager, the City Manager’s representative. Access shall be 
restricted so as not to interfere with the normal operations of the department or with 
established safety or security requirements. VMO/Local #1 membership activities shall 
not be conducted during work time. 
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Section 4. Safety 

The City and its employees, while working, will follow OSHA safety regulations. 

Section 5. Use of City Facilities 

City employees or VMO/Local #1 or their representatives may, with the prior approval of 
the City Manager, be granted the use of City facilities during non-work hours for 
meetings of City employees, provided space is available. All such requests shall be in 
writing and shall state the purpose or purposes of the meeting. The City may waive the 
requirement that the request be in writing. 

The use of City equipment other than items normally used in the conduct of business 
meetings, such as desks, chairs, and blackboards is strictly prohibited, the presence of 
such equipment in approved City facilities notwithstanding. 

Section 6. City Rights 

The rights of the City through its Council and management include, but are not limited to, 
the exclusive right to determine the mission of its constituent departments, commissions 
and boards; set standards of service; determine the procedures and standards of 
selection for employment and promotion; direct its employees; take disciplinary action; 
relieve its employees from duty because of lack of work or for other legitimate reasons; 
maintain the efficiency of governmental operations; determine the methods, means and 
personnel by which government operations are to be conducted; determine the content 
of job classifications; take all necessary actions to carry out its mission in emergencies; 
and to exercise complete control and discretion over its organization and the technology 
of performing its work. 

If, in the exercise of City rights, there is an impact that falls within the scope of 
bargaining, the City will meet and confer with VMO/Local #1, if so requested, after notice 
by the City to VMO/Local #1. 

Section 7. Employees Rights 

Employees of the City shall have the right to form, join and participate in the activities of 
employee organizations of their own choosing for the purpose of representation on all 
matters of employer-employee relations including wages, hours, and other terms and 
conditions of employment except, however, that scope of representation shall not 
include consideration of the merits, necessity, or organization of any service or activity 
provided by law or executive order.  Employees of the City also shall have the right to 
refuse to join or participate in the activities of employee organizations and shall have the 
right to represent themselves individually in their employment relations with the City 
management, as allowed by statute and judicial decisions.  No employee shall be 
interfered with, harassed, intimidated, restrained, coerced or discriminated against by 
the City management or by any employee organization because of the employee’s 
exercise of these rights. 

The City shall not discourage membership in the VMO/Local #1 nor encourage 
membership in any organization. 

Section 8. No Discrimination 

The City shall follow all applicable state and federal laws relative to non-discrimination 
and applicable state laws relative to protection of collective bargaining activities. 
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Section 9. Hours of Work 

9.1 Regular Workweek and Regular Workday 
The regular workweek shall consist of forty (40) hours, eight (8) hours a day, five (5) 
days a week or thirty-seven point five (37.5) hours, seven point five (7.5) hours a day, 
five (5) days a week based on classification. For the purpose of payroll, each workday 
commences at 00:01 A.M. 
 

9.2 Assignment to Regular Workweek 
The assignment of regular work hours shall be at the discretion of the employee’s 
supervisor in keeping with the best interests of the City while taking into account the 
needs of the employee. 
 
An employee whose hours of work are changed, will be given as much notice as 
possible of the change in the hours. 
 

9.3 Modified and Reduced Work Schedules 
Modified Work Schedules may be implemented and continued at the discretion of the 
Department Head, with the concurrence of the City Manager, if they are consistent with 
operational needs. Modified Work Schedules take the form of “flextime” or alternative 
work schedules, in which the standard workday hours are modified but the total hours in 
the normal work period remain the same. 
 
Limited Term Reduced Work Schedules may be requested by a regular full-time non-
probationary employee with a minimum of one year of continuous full-time service with 
the City. Such schedules may be implemented and continued at the discretion of the 
Department Head, if they are consistent with operational needs, maintain customer 
service, and do not result in increased operating costs. All Limited Term Reduced Work 
Schedules are made for an established time period and are subject to Department Head 
review at regular intervals during that period to determine continuance. 
 
 Limited Term Reduced Work Schedules take the form of voluntary reduced work time, 
in which an employee in a full-time budgeted position requests a limited term reduction 
in total compensation in exchange for a corresponding percentage reduction in the 
normal scheduled workweek. Employees must be scheduled for a minimum of twenty 
(20) hours per week. 

 
Employees on Limited Term Reduced Work Schedules shall be required to sign an 
agreement approved by the Director of Human Resources detailing the specific 
conditions and restrictions of the arrangement. Employees on Limited Term Reduced 
Work Schedules continue to be paid on a salary basis. 

Section 10. Overtime Pay 
10.1 Authorization 

All overtime worked by employees in the bargaining unit, who are not exempt from 
FLSA, must be approved in advance by the City Manager or where the authority has 
been delegated, by the City Manager’s representative. 

10.2 Definition 
Any authorized time worked for FLSA covered employees in excess of the employee’s 
regular workweek or workday shall be compensated at the rate of one and one-half (1-
1/2) times the employee’s regular rate of pay. 

 8



10.3 Compensatory Time 
Overtime will be granted at time and one-half for all hours worked in excess of the 
normal workday and workweek.  Compensatory time off, at the time and one-half rate, 
may be granted in lieu of pay at the employee’s request and with the approval of the 
supervisor. Only non-FLSA exempt employees are eligible for compensatory time. 

 
Compensatory Time shall be accumulated in a separate bank up to a maximum of 
seventy (70) hours or, subject to Department Head discretion, up to a maximum of 
eighty (80) hours. The maximum accumulation of Compensatory Time off is measured at 
each pay period and is not based on a calendar or fiscal year. 
 
An employee may elect to cash out up to one-half (1/2) of his/her accumulated balance 
of Compensatory Time once each year, to be paid out in November.  An election form 
will be sent to eligible employees showing their Compensatory Time Balance in early 
October. Employees must elect whether or not they want Compensatory Time cashout 
and how much. The election form must be returned to Human Resources by October 
31st. The Compensatory Time will be paid out in the November 15th paycheck. 
 
The City shall not require employees to use Compensatory Time off prior to use of 
vacation. 

10.4 Administrative Leave 
Management classifications that are FLSA exempt listed in Appendix A with an asterisk 
(*) are eligible to receive the equivalent of eight (8) days pay or eight (8) days 
administrative leave or any combination thereof which does not exceed the total of eight 
(8) days. Payments or credits shall be effective pay period ending November 30. 
Employees within these classifications will make their choice prior to payment or credit. 
The number of days administrative leave or pay shall be pro-rated for employees who 
have not worked the full preceding calendar year. 
 
Effective January 1, 2008, administrative leave shall be accrued per pay period at the 
rate of eight (8) days (60 hours for employees working 7.5 hour days, and 64 hours for 
employees working 8 hour days and above) per year. 
 
Employees who demonstrate additional productivity in their work each year, subject to 
annual Department Head approval, are eligible for two (2) additional days (16 hours for 
employees working 8 hour days and 15 hours for employees working 7.5 hour days) pay 
or administrative leave administered in the same manner described above. Examples of 
productivity would include design and implementation of methods to improve 
effectiveness and efficiency in the organization, meeting stated goals and objectives 
from the previous year, measured by regularly tracking costs, output and operating 
practices within their professional and technical areas.  
 
Administrative leave will be kept in a separate Administrative Leave Bank with a 
maximum balance of ten (10) days (75 hours for employees working 7.5 hour days and 
80 hours for employees working 8 hour days). Any leave that exceeds this maximum 
balance will be cashed out. 
 
Any incumbent employee hired or promoted prior to October 15, 1996, who was 
receiving a higher administrative leave benefit, will continue to receive such benefit. This 
option is not available to employees hired or promoted after October 15, 1996. 
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10.5 Call Back 
If a non-exempt employee is called back to work after the employee’s regular work 
hours, or called back on a day when the employee is not scheduled to work, or is 
subpoenaed to appear in court on City business when the employee is not scheduled to 
work, the employee shall, upon reporting, receive a minimum of two (2) hours work, or if 
two (2) hours work is not furnished, a minimum of two (2) hours pay at time and one-half 
(1-1/2). This provision does not apply to instances in which the employee is called to 
report before the employee’s regular starting time and has worked from the time the 
employee reports until the employee’s regular starting time. 

Section 11.  Salaries 
11.1 Rates of Pay 

The monthly salary ranges for the represented classifications shall be as indicated in 
Appendix A. 
  

11.2 Performance Awards 
The City has an established Performance Award Program. One percent (1%) of base 
salary is allotted for the program. Payments are based on performance and are paid 
annually in February. 
 
The City will provide the equivalent of two (2) full days of training classes per calendar 
year that will be designated as required training for management and supervisory 
employees. Required classes will be identified by January 31st. These classes will each 
be offered a minimum of three (3) times during the year. Employees who fail to complete 
these classes will not be eligible for performance awards for that year; however, should 
the City fail to identify the required classes by January 31st this condition will not be 
applicable. Exceptions may be granted by the Director of Human Resources. 
  

11.3 Acting Pay 
An employee who is temporarily assigned by the Department Head to act in the capacity 
of a higher level position, shall receive five percent (5%) above the employee’s regular 
pay, for all work performed in that capacity effective the date of the assignment.   
 
An employee who is temporarily assigned by the Department Head to act in the capacity 
of his/her direct supervisor’s position, shall receive ten percent (10%) above the 
employee’s regular pay for all worked performed in that capacity effective the date of the 
assignment. 
 
Such assignments shall be in writing, and shall not exceed a period of six (6) 
consecutive months without review by VMO, Local 1. 
 
An employee who is serving in an acting capacity and is selected to fill the position 
regularly, shall have their anniversary date certified as that date the employee began 
serving in the position on a continuous basis, retroactive to the date the employee 
commenced serving in that position on a temporary basis. Such time in an acting 
capacity shall not be counted as fulfilling the probationary period.   

Section 12. Health and Welfare 

City will contribute an amount for employee plus family toward health, dental, vision, life and 
long term disability insurances. Employees are responsible for amounts that exceed the 
maximum amount.  
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12.1 Health Insurance 
Effective for the duration of this MOU, the City will contribute on behalf of each employee 
covered by this MOU, the amount equivalent to the PERS Bay Area-Sacramento Region 
Kaiser amounts per month based on employee only, employee plus one dependent or 
the employee plus two or more dependents.    
 
The City and VMO agree to reopen this agreement with respect to Section 12 (medical 
insurance and healthcare, but excluding Section 12.4 Life Insurance) during Fiscal Year 
07/08 provided that all employee organizations agree to such a reopener. 

 
12.2 Dental Insurance 

The City will contribute an amount sufficient to cover the dental premium for employee or 
employee eligible dependents throughout the duration of this agreement. 
 
The City reserves the right to switch the dental care program and/or provider. The City 
will discuss such change with VMO, Local #1. 
 

12.3 Vision Insurance 
During the term of this Memorandum of Understanding the City will pay the full cost of 
the employee's and eligible dependents Vision plan. 

 
12.4 Life Insurance 

The City shall provide life insurance up to 1.5 times an employee’s annual base salary, 
not to exceed $150,000. 

 
12.5 Long Term Disability 

The City provides a LTD policy, with a 60 day waiting period, 66.66% of salary maximum 
$7500, to age 65. 

 
12.6 Employee Assistance Plan 

The City has an Employee Assistance Plan available to all bargaining unit employees.  
The City will provide the service through an independent contractor.   Any change in 
provider or program will be considered by an employee assistance program advisory 
committee, on which VMO/Local #1 is represented. 

 
12.7 Miscellaneous 

Employees hired or promoted into the unit before June 1, 1992 may cash out up to 
$545.00 per month in lieu of optional health and dental insurances listed under the 
health and welfare items. The cash-out amount shall be adjusted each year at the 
effective date of the health premiums either by the most recent cost-of living adjustment 
applied to salary or the actual dollar increase on the health and dental insurance, 
whichever is less. This option is not available to employees hired or promoted into the 
unit after June 1, 1992. 

Section 13. Retirement Plan 

13.1 PERS Retirement 
Employees shall receive the PERS Two Percent (2%) at Age 55 retirement benefits with 
seven percent (7%) employee contribution paid by the Employee and governed by IRS 
Code Section 414(h)2. 
 
 
Employees are covered under: 
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Section 21354 – 2% @ 55 Retirement Formula for Local Miscellaneous Members 
Section 20042 – One-Year Final Compensation 
Section 20965 – Credit for Unused Sick Leave 
Section 21548 – Pre-Retirement Optional Settlement 2 Death Benefit 
Section 21427 – Improved Non-industrial Disability Allowance 
Section 21024 – Military Service Credit as Public Service 
Section 21574 – Fourth Level of 1959 Survivor Benefits 
Section 21027 – Military Service Credit for Retired Persons 
 
Employees are covered by a supplemental retirement plan under the Public Agency 
Retirement System (PARS) with a 0.7% @ 55 Retirement Formula as detailed in the 
plan document. VMO agrees to participate and acknowledges that the employee 
contribution rate will be two percent (2%) and shall be paid by the employee. 

 
13.2 Deferred Compensation 

The City offers a 457(k) deferred compensation plan and a 401(a). 

Employees shall receive an additional one percent (1%) salary benefit, if they participate 
in and contribute a total of three percent (3%) of their base salary into a deferred 
compensation plan.  

Effective January 1, 2008 the City match will be provided on a dollar-for-dollar basis, up 
to the maximum City match. 

Effective January 1, 2008 the City match will increase from one percent (1%) to two 
percent (2%).  

Effective January 1, 2009 the City match will increase from two percent (2%) to three 
percent (3%).   

Effective January 1, 2010 the City match will increase from three percent (3%) to three 
and one-half percent (3.5%).  

Effective January 1, 2011 the City match will increase from three and one-half percent 
(3.5%) to four percent (4.0%).   

The City contribution will be made directly to the deferred compensation provider 
selected by the employee. 

Section 14. Holidays 

14.1 Holidays 
Regular and probationary employees shall be entitled to take all authorized holidays at 
full pay, not to exceed their regularly scheduled hours for any one (1) day, provided they 
are in a pay status on both their regularly scheduled workdays immediately preceding 
and following the holiday. 

The holidays in this City are as follows: 

 New Year’s Day Veteran’s Day 
 Martin Luther King’s Birthday Thanksgiving Day and Day After 
 President’s Day Christmas Eve Day (1/2 day) 
 Memorial Day Christmas Day 
 Independence Day New Year’s Eve Day (1/2 day) 
 Labor Day Two (2) Floating Holidays 
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14.2 Saturday and Sunday Holidays 
All recognized holidays falling on Saturday shall be celebrated on the preceding Friday 
and all recognized holidays falling on Sunday shall be celebrated on the following 
Monday. 
 

14.3 Floating Holiday 
The crediting of two (2) floating holidays to vacation leave shall take place on July 1 of 
each calendar year. Employees hired between July 1 and December 31 shall receive 
100% floating holiday credit.  Employees hired between January 1 and June 30 shall 
receive 50% of the floating leave credit. If Christmas Eve or New Year’s Eve occurs on 
Friday, Saturday or Sunday, eight (8) hours shall be converted to eight floating hours 
and credited to the employee’s vacation leave on July 1 preceding the holiday. 
Employees hired after January 1 shall not get floating holiday credit for New Year’s Eve 
or Christmas Eve of the previous year. 

Section 15. Vacation 
15.1 Vacation Benefits 

Employees shall accrue annual vacation leave each pay period on a prorated basis in 
accordance with the following schedule: 

Employees shall accrue vacation at the rate of ten (10) days of vacation leave per year 
during the first five (5) years of employment with the City; the fifth (5th) through the tenth 
(10th) year of service, fifteen (15) days of vacation; eleven (11) years - sixteen (16) 
days, twelve (12) years - seventeen (17) days, thirteen (13) years - eighteen (18) days, 
fourteen (14) years - nineteen (19) days, the fifteenth (15th) and subsequent years of 
service - twenty (20) days of vacation. 

Employees shall receive a lump sum allotment of five (5) additional days of vacation 
upon completion of the fifth (5th) year of employment with the City and an additional five 
(5) days of vacation upon completion of the fifteenth (15th) year of employment with the 
City. 
 

15.2 The City Manager or designee, upon recommendation of the Department Head, may 
authorize an initial vacation accrual rate at a higher established rate for new hires in 
recognition of prior years of public agency service, and/or authorize an initial vacation 
balance for the new employee’s leave bank as of the first day of employment. The new 
hire must be able to substantiate his/her current paid leave accruals. These provisions 
apply in those instances where an incentive is needed to secure the most qualified of 
candidates for City service. 

15.3 Vacation Accrual 
The maximum vacation accrual shall be forty (40) days at the end of any fiscal year and 
shall be administered in accordance with City Policy dated December 2, 1991. The City 
and the employee shall endeavor to schedule employee vacations throughout the year 
to minimize the possibility of an employee’s vacation balance exceeding the maximum 
accrual of forty days. 

15.4 Vacation at Termination 
Upon termination of employment, employees shall be paid the cash value of the 
employee’s accrued vacation leave at the time of termination. 

15.5 Vacation Usage 
Vacation scheduling shall be approved by the City with due regard for the employee’s 
needs and the City’s need to provide services. 
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15.6 Vacation Cash Out 

Employees may cash out up to eighty (80) hours of their vacation leave balance in 
January of each calendar year, provided that they have taken a minimum of three (3) 
weeks of vacation leave during the preceding twelve (12) months. 

Section 16. Sick Leave 
16.1 Benefits 

Regular and probationary employees who have completed one pay period shall accrue 
sick leave at the rate of one (1) day per month. Sick leave with pay shall be granted for 
the following reasons: Personal illness or physical incapacity resulting from causes 
beyond the employees control; enforced quarantine of the employee in accordance with 
community health regulations; to keep a doctor’s or dentist’s appointment; or the serious 
illness of a member of the employee’s immediate family. Use of sick leave for serious 
illness of a member of the employee’s immediate family is in accordance with Section 
16.9 Family Care Leave. Absence for a fraction or a part of the day that is chargeable to 
sick leave in accordance with these provisions shall be charged proportionally. 

16.2 Notification Requirement 
In order to receive compensation when absent on sick leave, the employee shall notify 
the employee’s immediate supervisor prior to the time set for beginning the employee’s 
duties, unless the employee has been or is hospitalized. 

16.3 Certificate 
Sick leave with pay in excess of three consecutive working days for reasons of personal 
illness or physical incapacity shall be granted only after presentation of a written 
statement by a licensed health care provider to the employee’s immediate supervisor 
certifying that the employee’s condition prevented the employee from performing the 
duties of the employee’s position and the date that the employee is able to return to 
work. 

16.4 Sick Leave and Workers’ Compensation 
Charges shall be made against sick leave accruals for any waiting period not covered by 
workers’ compensation. Integration of sick leave with benefits from the City for workers’ 
compensation shall be automatic. 

16.5 Use of Sick Leave and Vacation 
After sick leave accruals are exhausted, vacation time is automatically charged for 
absence by the employee due to illness. 

If an employee, while on accrued vacation, becomes sick for a period in excess of three 
(3) days and furnishes a certificate from a licensed health care provider, the employee’s 
sick leave would be charged rather than accrued vacation. Substantiation of any illness 
may be requested for an absence at the discretion of the supervisor and is mandatory 
after three (3) days. 
 
Employees having filed with the state or a private agency to adopt a child shall be 
eligible to use up to five (5) days of sick leave for appointments associated with child 
adoption. Employees shall schedule this time with supervisor in advance. 

16.6 Sick Leave Accumulation 
Sick leave may be accumulated without limit. 
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16.7 Sick Leave at Retirement or Death 
Employees retiring on normal service retirement may elect to receive twenty-five percent 
(25%) of their sick leave balance in cash. An employee who dies while in City service will 
have one hundred percent (100%) of the deceased employee’s sick leave balance paid 
to the employee’s estate. 

16.8 Sick Leave Incentive 
Employees who have a sick leave balance of at least thirty (30) days and use four (4) or 
fewer days of their annual sick leave accrual of twelve (12) days may elect to receive 
fifty percent (50%) of the remainder in cash at the employee’s current base rate of pay. 
The remaining fifty percent (50%) shall remain in the employee’s sick leave balance. 

16.9 Family Care Leave 
The City will comply with applicable State and Federal Laws. 

When an employee is compelled to be absent due to the serious illness or injury of a 
member of the employee’s immediate family, the employee may utilize up to six (6) days 
of the employee’s sick leave, per incident, for such purpose. For use of accrued sick 
leave, the following are considered members of the employee’s immediate family: 
parent, brother, sister, spouse, children, parent of a spouse, grandchild, or anyone 
residing in a household who is a dependent or relative. The employee may be required 
to show evidence by medical certification for the absence from work. 

Section 17. Leaves of Absence 
17.1 Leave Without Pay 

The City Manager may grant regular employees leave of absence without pay not to 
exceed one (1) year. No leave shall be granted except upon written request of the 
employee submitted to the City Manager. If such leave of absence is for medical 
reasons, the employee must use all accumulated sick leave prior to commencing a leave 
of absence without pay. Such leaves shall normally be granted when it is in the interest 
of the City to do so. Failure on the part of an employee on leave to report promptly at its 
expiration may result in dismissal of the employee. Vacation and sick leave shall not 
accrue to an employee on leave of absence. The decision of the City Manager on 
granting or refusing to grant a leave of absence or extension thereof shall be final and 
conclusive and shall not be subject to the grievance procedure of this Memorandum of 
Understanding. At the expiration of the leave without pay, the employee shall be 
reinstated to the position vacated, if the position still exists or to any other vacant 
position in the same classification. 

17.2 Jury Duty 
An employee summoned to jury duty shall inform the employee’s supervisor upon 
receipt of the jury summons and, if required to serve, may be absent from duty with full 
pay only for those hours required to serve. Any jury fees, excluding travel expenses, 
received by an employee shall be remitted to the City. If the employee elects to retain 
the jury duty fees, the employee’s time off for jury duty is not compensable.  When 
appropriate, supervisors may request exemption of individual employees from jury duty 
when such service would entail undue hardship to the City. 

17.3 Military Leaves of Absence 
The provisions of the Military and Veterans Code of the State of California shall govern 
military leave of City employees. 
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17.4 Family Medical Leave Act 
Family care and medical leave will be granted in accordance with applicable State and 
Federal laws. 
 
Employees shall be allowed to maintain vacation leave while on Family Medical Leave.  

17.5 Industrial Disability Leave 
Employees who suffer any disability arising out of and in the course of their employment, 
as defined by the Workers’ Compensation Laws of the State of California, shall be 
entitled to benefits.  All on-the-job injuries must be reported to the Director of Human 
Resources within twenty-four (24) hours of the accident or the discovery of the injury. 
Injuries occurring at times other than “normal business hours” (8:30 a.m. - 5:00 p.m., 
Monday through Friday), must be reported to the Director of Human Resources the first 
business day following the accident or discovery of the injury. The City is self-insured for 
Workers’ Compensation. Compensation benefits shall be established and paid in 
accordance with the Workers’ Compensation Laws of the State of California and shall 
begin on the first day of industrial disability leave. Integration of sick leave with such 
disability benefits is to be automatic; the City may not waive integration, and any 
employee entitled to benefits must so apply in conformance with the City’s process and 
procedures, therefore, before sick leave benefits are payable. 
 

17.6 Bereavement Leave 
When death in the employee’s immediate family requires the employee’s presence, an 
employee may use up to but not to exceed three (3) days to make arrangements for the 
funeral and attend same when death occurs within a Three Hundred (300) mile radius of 
Vacaville City Hall and up to but not to exceed five (5) days outside the Three Hundred 
(300) mile radius of Vacaville City Hall. 

For the purposes of this Section, “immediate family” shall include spouse, registered 
domestic partner, child, parent, brother, sister, grandparent, grandchild, mother-in-law, 
father-in-law, daughter-in-law, son-in-law, or anyone residing in a household who is a 
dependent or a relative. This provision does not apply while the employee is on leave of 
absence or layoff. 

For the purpose of this Section only, “Child” means a biological, foster, or adopted child, 
a stepchild, a legal ward, or a child of a person standing in loco parentis. 

17.7 Catastrophic Leave Bank 
The City agrees to establish a Catastrophic Leave Bank to assist employees who have 
exhausted accrued leave time due to a serious or catastrophic illness or injury. The 
Catastrophic Leave Bank will allow employees to donate time to affected employees 
within and outside the bargaining unit, so that he/she can remain in a paid status for a 
longer period of time, thus partially ameliorating the financial impact of the illness, injury 
or condition. 

 Eligibility 
To be eligible for this benefit, the receiving employee must: 1) Be a regular full time 
employee who has passed his/her initial City probationary period, 2) Have personally 
sustained, or have an immediate family member who has sustained a life threatening or 
debilitating illness, injury or condition which may require confirmation by a physician, 3) 
Have exhausted all accumulated paid leave including - vacation, holiday, sick leave, 
and/or compensatory time off, 4) Be unable to return to work for at least 30 days, or in 
the case of the condition affecting the immediate family member, that the member must 
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be in need of prolonged and significant personal care, and 5) conform with the 
requirements of the Family Medical Leave Act and/or Worker’s Compensation. 

Benefits 
Accrued vacation, administrative leave and compensatory time off hours donated by 
other employees will be converted to sick leave and credited to the receiving employee’s 
sick leave time balance on an hour-for-hour basis and shall be paid at the rate of pay of 
the receiving employee, For as long as the receiving employee remains in a paid status, 
seniority, and all other benefits will continue, with the exception of sick leave and 
vacation accrual. The total leave credits received by an employee will not normally 
exceed three months. However, if approved by the Department Head and the Director of 
Human Resources, the total leave credits may be extended on a case by case basis. 

Guidelines for Donating Leave Credits to The Time Bank 
a. Accrued vacation leave, administrative leave and compensatory time off may be 

donated by any regular full-time employee who has completed his/her initial City 
probationary period. 

 
b. Time donated will be converted from vacation to sick leave hours and credited to the 

receiving employee’s sick leave balance on an hour-for-hour basis and shall be paid 
at the rate of pay of the receiving employee. 

 
c. The total amount of time donated to one employee by another employee shall not 

exceed forty (40) hours. The total leave credits received by the employee shall not 
normally exceed three months; however, if approved by the Department Head, the 
Director of Human Resources may approve an extension to six months total time. 

 
d. Initial leave time donations must be a minimum of one day (i.e., a full shift) and 

thereafter, in four hour increments. An employee cannot donate leave hours that 
would reduce his/her vacation balance to less than one week. 

 
e. The use of donated leave hours will be in consecutive day increments. 

 
f. While an employee is on leave using donated leave hours, no vacation or sick leave 

hours will accrue. 
 

g. Under all circumstances, time donations are irrevocable by the donor once made. 
Donated leave is only transferred from the donor to the receiving employee as 
needed and chronologically by date of donation (i.e., first donated, first used). In the 
event that the receiving employee does not need to use all donated leave for the 
catastrophic illness or injury, any unused donations will not be deducted from the 
original donor’s balance. 

 
h. Payment for unused sick leave at the time of termination of employment shall be in 

accordance with Section 16.7 Sick Leave at Retirement or Death. 
 

I. Taxability of leave donated or received under this program will be governed by 
Internal Revenue Service guidelines. 

 
j. For the purposes of this Section, “immediate family member” as referenced under 

Eligibility shall be defined as: mother, father, child, spouse, or sibling; of the 
employee. 
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 k.  Under extenuating and extraordinary circumstances the Director of Human 
Resources may grant exceptions on a case-by-case basis. Such exceptions shall not 
establish practice nor precedence.  

Section 18. Probationary Period 
All appointments shall be subject to a probationary period of twelve (12) months.  The 
probationary period shall be regarded as a part of the testing process and shall be utilized 
for closely observing the employee’s work, for securing the most effective adjustment of a 
new employee to the employee’s position and for rejecting any probationary employee 
whose performance does not meet the required standards of work. 

During the probationary period, an employee may be rejected at any time by the City 
Manager, or where the authority has been delegated by the City Manager, the City 
Manager’s representative, without cause and without the right of appeal. 

If a department head requests an extension of an established probation period prior to thirty 
(30) days before expiration, the Director of Human Resources, with the approval of the City 
Manager and VMO/Local #1, may extend the probationary period in intervals of three (3) 
months beyond the end of the normal probationary period. 

An employee who does not successfully complete his/her probationary period will be 
reinstated to a position in the class occupied by the employee immediately prior to his/her 
promotion only if there is a vacancy in the Department from which the employee was 
promoted.  If there is no vacant position in that classification, the employee will be placed on 
a waiting list for a period of two (2) years, and be offered the first position that becomes 
available in that classification in that Department. 

Section 19. Layoff and Re-employment 

19.1 Layoff 
Definition - Layoff will mean a separation of employee(s) from service resulting from 
elimination of position, shortage of work and/or funds, or reorganization. 

 
19.2 Order of Layoff 

The City Manager shall separate from service any person employed on a temporary 
basis, according to classification, within a department prior to laying off a regular 
employee. 
 
Regular employees shall be laid off by a bumping process in the inverse order by length 
of employment in a classification within a department. Bumping is allowed within an 
established career ladder within the department of the laid off employee, or into any 
position in a classification in which the laid off employee previously held regular full time 
status within the department. The person bumping must be qualified for the position into 
which he/she is going.  Bumping rights between departments are not authorized. 
 

19.3 Notice of Layoff 
The City Manager shall notify the employee to be laid off in writing. Whenever possible, 
such notice shall be given at least forty five (45) calendar days prior to the effective date 
of the layoff. 
 
The City will notify VMO, Local 1 at least sixty (60) days prior to the effective date of the 
layoff. 
 
An informational effort by the City via job announcements and bulletin boards will be 
made to assist laid off employees in finding other employment opportunities in other 
agencies.  
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19.4 Transfer in Lieu of Layoff 

In lieu of being laid off, an employee can transfer to a department vacancy for which 
he/she is qualified, subject to department head approval. 
 

19.5 Benefit Eligibility 
An employee who is laid off shall not accrue or be eligible for any benefits, including but 
not limited to vacation, sick leave, holidays, medical, dental, life insurance, vision care, 
bereavement leave and protective clothing and equipment. Any employee re-employed 
after a layoff shall retain all vacation and sick leave accruals that the employee did not 
receive compensation for at the time of layoff. 

19.6 Re-employment 
The City shall establish and maintain a re-employment list of all employees laid off 
during the preceding two-year period. Laid off regular employees shall have the first right 
to their former position and/or to positions in classifications for which they are qualified 
as determined by Human Resources. 
 
An employee shall deliver the employee’s acceptance of an offer within the following 
times: 

(1) An employee residing within the City, five (5) days after receipt of offer. 
(2) An employee residing outside the City, five (5) days after receipt of offer. 
(3) When offer is made by telephone, forty-eight (48) hours after receipt of offer. 

 
Efforts shall be made to contact the person eligible for re-employment, but it is the 
responsibility of that person to keep the Department of Human Resources informed of 
where the employee may be reached. 
 
Any person on a re-employment list who cannot be reached within ten (10) days, or who 
fails to reply to an offer of re-employment as required by this Section, shall be deemed to 
have declined the offer. 
 
Any person on the re-employment list who declines one offer of re-employment shall be 
removed from the list. 

Section 20. Disciplinary Action Up To and Including Dismissal 
Appeals of Disciplinary Actions.  All disciplinary actions (i.e. dismissal, demotion, or 
suspension without pay) must be in writing and signed by the appointing authority or 
designee. The employee will receive a written notice of proposed discipline which will 
include the nature of the discipline, the facts upon which the discipline is based, and the 
effective date of the proposed disciplinary action.  Each employee will, upon request, 
receive copies of all materials that relate to the proposed discipline. 

 
The failure of a Department Head to follow this procedure shall not render the action 
void nor constitute a defense by an employee to a disciplinary action. 

 
“Skelly”.  In the case of dismissals, demotions or suspensions without pay, as provided 
for in the law and applicable court decisions, the employee shall be offered a “Skelly” 
opportunity pursuant to which the employee shall be furnished written notice containing 
the nature of the proposed action, the reasons therefore, all materials and statements 
related to the action and the right to address the charges, orally or in writing. This notice 
shall be furnished at least one calendar week prior to the proposed effective date of the 
action and a copy of such notice will be sent to VMO/Local #1. 
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In the event of dismissal, after receiving notice, but prior to the proposed effective date 
of dismissal, the employee may be retained in duty status, or suspended with pay at the 
discretion of the Department Head. 

If the employee fails to respond to the advance notice of the proposed action, then the 
action of the Department Head shall be effective on the date specified for final action.  
Should the employee respond orally or in writing, the Department Head shall consider 
any comments of the employee before making a final decision, and shall transmit to the 
employee a letter containing the decision within ten (10) calendar days. 

The only exception to giving prior notice for dismissal or suspension without pay, as 
provided for in the law, is in an emergency where it is deemed necessary to remove the 
employee from his/her employment immediately for the safety of the public, the 
employee, or other City employees, provided a Skelly opportunity is afforded at the 
earliest reasonable opportunity available and the disciplinary action is still appealable.  
An employee removed on an emergency basis will be placed on paid administrative 
leave pending receiving the notice and an opportunity to respond. 

 
Disciplinary Appeals - In the case of suspension without pay, demotion, or dismissal, the 
employee may appeal the decision of the Department Head to the City Manager.  An 
employee shall have ten (10) calendar days from the date of the Department Head’s 
decision to notify the City Manager in writing of the appeal.  If the employee fails to 
appeal the Department Head’s decision, the intended discipline shall be imposed on the 
day specified therein.  If the employee appeals within the specified time, the Department 
Head will determine if the employee can remain on his/her normal work schedule or be 
placed on leave with pay until the appeal to the City Manager has been completed. 

Appeal of suspension without pay up to a maximum of forty (40) hours 
In the case of suspension without pay up to a maximum of forty (40) hours, the decision 
of the City Manager shall be final. 

Appeal of suspension without pay exceeding forty (40) hours, demotion, or dismissal 
In the case of suspension without pay exceeding forty (40) hours, demotion, or 
dismissal, the employee may appeal the decision of the City Manager to an arbitrator. A 
written notice of appeal must be received by the City Manager no later than five (5) 
calendar days following the date of the City Manager’s decision. 
 
Upon receipt of the appeal, the City Manager shall contact the State Mediation and 
Conciliation Service (SMCS) to provide, in accordance with its normal customary 
procedures, a list of names of neutral parties who may serve as an arbitrator. Upon 
receipt of the list from SMCS, the City and the Organization shall meet and alternately 
strike names from the list until the name of one individual remains, who shall serve as 
the arbitrator. 

 
The employee and the City shall share the fees and expenses of the arbitrator equally.  
A court reporter may be included in the proceedings upon mutual agreement of the 
parties, the cost of which shall be shared equally between the parties. All other 
expenses shall be borne by the party incurring them and neither party shall be 
responsible for the cost or expenses of witnesses called by the other party. A party 
requesting a transcript of the arbitration shall bear the cost thereof. 

 
The decision rendered by the arbitrator shall be final and binding and not appealable to 
the City Council or a court of law. 
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Section 21.  Grievance Procedure 
The purpose of this grievance procedure is to provide all employees covered by the 
Memorandum of Understanding the opportunity to settle problems in the course of their 
employment in a fair and orderly fashion if such problems cannot be informally settled. 
 

Application. This procedure shall apply to employees of the City covered by the 
Memorandum of Understanding.  A grievance may be on behalf of an individual 
employee or all employees affected or the Union. 

 
All time periods specified herein may be extended by written agreement of VMO/Local 
#1 and the City Manager or designated representative. 

 
Scope. This procedure may be used whenever an employee believes he/she has 
personally been adversely affected by any action taken by the employer or its agents in 
the following matters: 

 
a. Violation of the Memorandum of Understanding 
b. Discrimination prohibited by law 
c. Layoff 
d. Promotion 

 
Section 18. Probationary Period of the Memorandum of Understanding shall not be 
within the scope of a grievance. An employee who is released from probation and 
believes such release is due to prohibited discrimination may file a grievance. 

 
Informal Resolution of Complaints. Before filing a grievance, an employee who has a 
complaint should attempt to resolve the matter through informal discussion without 
undue delay. It is the policy of the City to settle complaints at the first stage of complaint.  
Informal resolution shall not constitute the establishment of a “practice”, “past practice”, 
or a modification or interpretation of this Memorandum of Understanding unless it is in 
writing approved by the Director of Human Resources. A supervisor covered by this 
Memorandum of Understanding shall not have the right to settle a grievance involving 
this Memorandum of Understanding unless it is approved in writing by the Director of 
Human Resources. 

 
Grievance Review Process. A grievance does not exist until reduced to writing, on a 
grievance form provided by the City, and filed at both the first level of review and with the 
Director of Human Resources. If at any time in the proceedings it is determined that (a) 
grievant is not entitled to use the procedures or (b) the matter grieved is outside the 
scope of this procedure, the grievance shall be returned to the grievant with a written 
explanation and the proceedings shall be terminated pending final determination of 
applicability. Disputes over scope shall be resolved by the final level of review.  

 
First Level of Review. Within seven (7) working days after the occurrence of the act or 
omission giving rise to the grievance, the grievant must present his/her grievance in 
writing to his/her Department Head. 

 
This statement shall be a clear and concise statement of the grievance, the 
circumstances involved, the decision rendered at the informal conference, and the 
specific remedy sought. 

 
Following the Department Head’s review of the grievance, discussion with the employee, 
if requested, and consultation with the Director of Human Resources, the Department 
Head shall communicate his/her decision to the employee in writing within seven (7) 

 21



calendar days after receiving the grievance. If the Department Head 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. This 
meeting is a most effective way to discuss and resolve grievances. 

 
Second Level of Review. If the grievant is not satisfied with the decision, he/she may, 
within seven (7) calendar days, appeal the decision in written form to the City Manager 
or his/her designee. This statement shall include a copy of the original grievance and 
appeal, the decision rendered, and a clear and concise statement of the reasons for the 
appeal. 

 
The City Manager or his/her designee shall communicate his/her decision to the grievant 
within seven (7) calendar days. If the City Manager or his/her designee does not 
respond within the time limits provided, the grievant may appeal to the next level. 
 
Third Level of Review. If the grievant is not satisfied with the decision at the second 
level, he/she may, within seven (7) calendar days, submit the request in writing to the 
City Clerk for review by the City Council. The City Council will make a final written 
determination of all grievances brought before it. 

 
Representation. The employee may request the assistance of another person (i.e., 
VMO/Local #1) of his/her own choosing in preparing and presenting his/her appeal at 
any level of review. 

 
Access to Information. At each level of review the grievant shall have access to the 
materials comprising the record of the grievance. 

 
City Time for Preparation and Meeting. The grievant and any representative (if employed 
by the City) are entitled to use a reasonable amount of work time in preparing and 
presenting the grievance. 

 
No Reprisals. No employee will be discriminated against in his/her employment because 
of the employee’s utilization of this procedure. Complaints regarding allegations of 
reprisals should be submitted to the City Manager. 

 
Reconsideration of a Grievance. Once a grievance has been reviewed under this 
procedure, it shall not be reopened or reconsidered except by mutual consent of the 
grievant, VMO/Local #1 and the City Manager. 

Section 22. Personnel Files 

An employee or the employee’s representative, on presentation of written authorization from 
the employee, shall have access to the employee’s personnel file on request. 

The City shall furnish the employee copies of all performance evaluation reports and letters 
of reprimand or warning prior to placement of such documents into the employee’s 
personnel file. The employee is afforded the opportunity to respond in writing to the contents 
of performance evaluation reports and letters of reprimand or warning.   

Employees can request the removal of reprimands from their personnel files in conformance 
with Section 5.70 (a) of the Personnel Policies and Procedures. The following are guidelines 
that will be considered in evaluating the removal of letter of reprimands: 
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1. No other disciplinary actions (even of non-related actions) have been received within 
a reasonable period of time. A reasonable period of time for consideration will be a 
minimum of two (2) years. 

 
2. The employee has not been denied a merit increase during the previous two (2) 

years. 
 
3. Letter of reprimands that relate to non-performance areas such as sexual 

harassment, discrimination and threats or use of violence will not be removed upon 
advice of the City Attorney. 

 
4. If a letter of reprimand has been used to support a suspension or other disciplinary 

action, it will remain referenced as a part of the permanent record but can be 
removed from the personnel file.  

 
The employee may be required to acknowledge receipt of any document entered into the 
employee’s personnel file without prejudice to subsequent arguments concerning the 
contents of such documents. 

Section 23. Outside Employment 

An employee of the City may engage in employment outside the employee’s business hours 
when approved by the City Manager or his/her designee. Approval shall be based on 
whether outside employment will cause or can cause a conflict of interest, or impair job 
performance. 

Section 24. Miscellaneous 
24.1 Protective Clothing and Equipment 

Each Department shall establish procedures for provision or reimbursement of protective 
clothing and equipment.   
 
Employees who hold positions determined by the Department Head to be eligible for a 
safety shoe allowance shall receive an allowance annually in December. Effective July 
1, 2007 the safety shoe allowance will be $200 per year, and shall increase $5.00 per 
year during the term of this MOU: 
 

Year   Amount 
 

July, 2008  $ 205 
July, 2009  $ 210 
July, 2010  $ 215 

 
These same employees shall be eligible to receive protective clothing. Any employee 
starting work between July 1 and December 31 shall receive one-half (1/2) of the safety 
shoe allowance. Employees starting work between January 1 and June 30 shall receive 
full safety shoe allowance. 
 
Department Heads will be required to submit annually to Human Resources a list of 
positions eligible for safety shoe allowance and provision of protective clothing. 

24.2 License and Certification Fees 
The City shall reimburse employees for the actual cost of any license or certification (e.g. 
State Operator’s Certification) required by the City. 
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Any employee who is assigned to drive equipment requiring Class A or Class B license 
shall obtain and maintain as a condition of employment the required license within ninety 
days of being assigned to operate such equipment. Continued employment of 
employees who fail to obtain or maintain the appropriate license will be subject to the 
provisions of the Americans with Disabilities Act. The initial fee for the Class A or B 
license will be reimbursed by the City.  Subsequent recertification or licensing fees will 
be equally shared by the City and the employee. The cost of the physical/medical exam 
will be paid by the City, provided, however, such exam is performed by a City designated 
physician. 
 
Effective July 1, 2007 Police Department Senior Master Social Worker and Master 
Social Worker positions that possess a valid and current State of California Board of 
Behavioral Sciences Marriage and Family Therapist (MFT) or Licensed Clinical Social 
Worker (LCSW) license shall receive a 5% of base pay license pay. 
 
Effective July 1, 2007 a Public Works Department Superintendent position that 
possesses a valid and current California Department of Public Health Water Distribution 
Grade “D5” certification shall receive a 5% of base pay certification pay. 
 
Effective July 1, 2007 a Public Works Department Supervisor – Field Utilities position 
that possesses a valid and current California Department of Public Health Water 
Distribution Grade “D3” certification shall receive a 5% of base pay certification pay.  
 

24.3 Expense Reimbursement 
The City will reimburse all normal and necessary expenses incurred by the employee in 
association with attendance at training sessions, conferences, seminars and meetings 
approved by the Department Head or his/her designee, in accordance with the City’s 
Administrative Policy on travel expenses. 

24.4 Tuition Reimbursement 
The City shall provide up to fifteen hundred dollars ($1,500.00) per year per employee to 
reimburse registration/tuition/book and other mandatory costs for job related 
college/vocational course work taken with prior City and Department approval. The 
employee must earn a ‘Pass’ (for pass/fail courses) or a `B’ grade or better. 

24.5 Substance Abuse Policy 
The parties have agreed to the City Substance Abuse Policy. 

24.6 Vehicle Assignment and Mileage/Expense Allowance 
The amount received for mileage/expense allowance will be in accordance with the City 
Monthly Mileage/Expense Policy chart. Adjustments in allowances will be approved by 
the City Manager and consistently applied to affected categories. Mileage Allowance is 
subject to approval of the Department Head.  
 
Employees who do not meet the requirements for the Monthly Mileage allowance but 
were grandfathered (at either $140 per month or $175 per month) shall continue to 
receive the reimbursement through June 30, 2011.  
 
Effective December 1, 2007 employees determined to be eligible for the monthly 
allowance will receive the $325 per month.  
 
Effective January 1, 2008 the allowance will increase to $350 per month.  
 
Effective January 1, 2009 the allowance will increase to $375 per month.  
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Effective January 1, 2010 the allowance will increase to $400 per month. 

 
Other travel or mileage reimbursement shall be in accordance with City Administrative 
Policy. 

 
24.7 Yearly Performance Evaluation Process 

Employees will receive Performance Evaluations in accordance with Section 7.10 and 
Section 2.200 of the Personnel Policies and Procedures. 

 
24.8 Longevity Pay 

Longevity eligibility is based on original hire date and bargaining unit originally hired in.  
Employees hired prior to July 1, 1985 by the City, if eligible, receive an additional Five 
Percent (5%) of base pay after ten (10) years of service, Ten Percent (10%) after fifteen 
(15) years of service, and Fifteen Percent (15%) after twenty (20) years of service.  
Percentage amounts to be compounded. Employees hired after July 1, 1985 are not 
eligible for longevity. 

 
24.9 Bilingual Pay 
 When required and assigned by the Department Head to utilize bilingual skills as a 

condition of his/her employment, employees shall receive an additional two point five 
percent (2.5%) of base rate, providing he/she has passed a City-approved bilingual 
examination for the language required. The examination shall evaluate oral and/or basic 
reading/writing skills. The City will administer the examination two (2) times per year 
when there are candidates to be tested. The examination may be given in conjunction 
with the certification of applicants for any recruitment requiring or giving preference to 
persons with bilingual skills. Skills pay for those who pass the examination shall begin 
the following pay period. An employee who does not pass a bilingual examination may 
be re-tested within six (6) months at their request and with the approval of the 
Department Head. An employee will receive only one bilingual incentive pay amount, 
even if they are multilingual. 

24.10 Skills Pay 
For the Administrative Assistant and Secretary positions which the City determines 
require dictation skill as a condition of employment, shall receive two and one-half 
percent (2.5%) skills pay. 
 

24.11 Uniform Allowance 
When required to wear uniforms, a uniform allowance in the amount of nine hundred 
dollars ($900) per year will be provided for the classifications of Records Supervisor and 
Communications Supervisor and Property/Evidence Supervisor. The uniform allowance 
shall be paid in December of each year as follows: 
 

Year   Amount 
July 1, 2007  $1,050 
July 1, 2008  $1,075 
July 1, 2009  $1,100 
July 1, 2010  $1,125 

 
24.12 Dependent Care/ Employee Welfare Plan 

The City will implement and maintain for the duration of this MOU, a plan whereby 
employees may elect to voluntarily contribute to a dependent care assistance program 
(as prescribed by and within the meaning of Section 129 of the Internal Revenue Code) 
or an employee welfare benefit plan that provides for health benefits (which are 
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“qualified benefits” within the meaning of Section 125 (e) of the Internal Revenue Code).  
Such contributions shall be made solely from pre-tax payroll deductions, with no 
contribution from the City.  
 

24.13 Classification Review 
The parties understand and agree that occasional salary reviews of different, limited 
classifications may be warranted during the term of the MOU. The City reserves the right 
to conduct classification and salary reviews when it deems appropriate in carrying out 
the mission of the City. Employees may request a classification review during the annual 
window period, currently November of each year. The Organization may submit up to 
seven (7) additional positions for classification or salary review during the term of this 
MOU. 
 
In addition, the City agrees to conduct classification and/or salary reviews for the 
following positions: 
 

• Chief Building Official 
• Accounting Manager 
• Utilities Analyst 
• Fleet and Facilities Manager 
• Economic Development Manager 
• Senior Plans Examiner 

 
24.14 Safety – No Lost Time Accident Award 

Public Works currently recognizes safe work behavior for employees who have field 
service responsibilities in the form of yearly awards for No Lost Time Accidents (LTA). 
Eligibility is specified in Public Works Department policy and past practices. No LTA 
Awards are based on the number of years an employee has gone without incurring a 
Lost Time Accident. 

 
The incentive for reaching the milestone of 10-Years without a Lost Time Accident will 
be one additional day of vacation added to the employee’s vacation balance. For 8-hour 
workday employees this means an additional 8.0 hours will be added; for 7.5 hour 
workday employees this means an additional 7.5 hours will be added; and for workdays 
exceeding 8.0 hours, an additional 8.0 hours will be added. 

Section 25. Temporary Modified Light Duty Assignments 

On occasion, an employee may incur an injury or illness that precludes their performing 
regular duties. If a modified or light duty assignment exists as determined by the Department 
Head and in conjunction with the Director of Human Resources, deems that it may be filled 
temporarily, first consideration shall be given to those industrially disabled employees within 
the department on a case by case basis and non-industrial disabled employees shall be 
given second consideration. 

Authorization for such assignments must be obtained from the employee’s Physician in 
cases of off-duty related injury or illness or by the designated City physician for job related 
injury or illness. The City reserves the right to require an opinion from the designated City 
physician in off-duty related injuries or illnesses. 

A statement from a physician must estimate the date of recovery from the injury or illness 
and must indicate the employee’s ability to return to work and specify any limitations or 
restrictions. The employee must have the capabilities and qualifications to perform the 
temporary assignment. 
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Employees assigned to modified or light duty may receive performance evaluations at any 
time during the assignment, for work performed while on modified or light duty. 

The duration of light or modified duty assignments shall be determined on a case by case 
basis. The employee shall return to their normal job when they are released by the treating 
physician. 

The employee shall continue to receive their regular salary while performing light or modified 
duty assignments. 

Section 26. Cooperative Committee Meetings 

The parties recognize the principles of employee-employer cooperation for improved 
performance, mutual welfare and public benefit. To foster these principles the parties agree 
to establish a joint cooperative committee for the purpose of carrying these principles into 
practical effect. 
 
The committee shall consist of four (4) members of the VMO/Local 1 Executive Board and 
four (4) members from the City, with at least one (1) Department Head. 
 
An agenda will be developed at least ten (10) calendar days prior to the scheduled date of 
the meeting. VMO/Local 1 will submit their agenda items to the Director of Human 
Resources. 
 
If necessary, meetings will be held quarterly. 
 
A confidential set of minutes will be kept and distributed to all participants. 

 
Unless otherwise scheduled, Cooperative meetings shall be scheduled for the second week 
of January, April, July, and October. 

Section 27. Separability of Provisions 

Should any Section, clause or provision of this Memorandum of Understanding be declared 
illegal by final judgment of a court of competent jurisdiction, such invalidation of such 
Section, clause or provision shall not invalidate the remaining portions hereof, and such 
remaining portions shall remain in full force and effect for the duration of this Memorandum 
of Understanding. 

Upon such invalidation the parties agree to meet and confer concerning substitute 
provisions for those rendered or declared illegal. 
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Section 28. Past Practices and Existing Memoranda of Understanding 

This Agreement constitutes the complete and entire agreement between the parties and 
concludes collective bargaining between the parties for its term. This Agreement 
supersedes and cancels all prior practices and agreements related to the benefits herein, 
whether written or oral, unless expressly stated in this Agreement. 

The Personnel Policies and Procedures, February, 1993, shall be applicable to employees 
unless superseded by any provisions of this MOU. 

Section 29. Duration 

This Memorandum of Understanding shall be effective the date the Memorandum of 
Understanding is ratified by the City Council and all economic provisions shall have an 
effective date the same as that of the City Council’s ratification except for those provisions of 
the Memorandum of Understanding which have been assigned other effective dates as 
herein above set forth and shall remain in full force and effect to and including the thirtieth 
(30th) day of June, 2011, and shall continue thereafter from year to year unless at least sixty 
(60) days prior to the first (1st) day of July, 2011, or to the first (1st) day of July of any 
subsequent year either party shall file written notice with the other of its desire to amend, 
modify, or terminate this Memorandum of Understanding. 

 

This Memorandum of Understanding shall supersede all existing Memoranda of 
Understanding and understandings between the City and VMO/Local #1. If the foregoing is 
in accordance with your understanding please so indicate by signing below. 

 

Made and entered into this 11th day of December, 2007. 

 
Vacaville Managers Organization    CITY OF VACAVILLE 
VMO/LOCAL #1 

By      Craig Isham  By   Dawn Villarreal   

By     Shawn Cunningham  

By     Vanessa Andrews  
 
By_____________________________ 
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APPENDIX A 
 

SALARY SCHEDULE 
Vacaville Managers Organization 

 
EFFECTIVE 7/01/07 

 
CLASS CODE CLASSIFICATION STEP 1    STEP 5 

26034-1 ACCOUNTANT I 4,535.53 0.00 0.00 0.00 5,513.03 
26034-2 ACCOUNTANT II 5,041.84 0.00 0.00 0.00 6,128.97 
22021* ACCOUNTING MANAGER 7,699.14 0.00 0.00 0.00 9,358.41 
22128* ACCOUNTING SUPERVISOR 7,207.77 0.00 0.00 0.00 8,762.61 
23004 ADMINISTRATIVE ASSISTANT 4,279.03 0.00 0.00 0.00 5,203.28 
22008* ASSISTANT DIRECTOR OF COMM DEV 9,422.44 0.00 0.00 0.00 11,453.38 
22132* ASSISTANT DIR OF PW-ENG/MNT 10,660.91 0.00 0.00 0.00 12,957.08 
22068* ASSISTANT DIRECTOR OF PW-UTILITIES 10,153.25 0.00 0.00 0.00 13,883.15 
23001-2 ASSISTANT ENGINEER 6,664.90 0.00 0.00 0.00 8,100.04 
23001-3 ASSOCIATE CIVIL ENGINEER 7,331.67 0.00 0.00 0.00 8,910.20 
22130-1* BUDGET ANALYST I 5,041.84 0.00 0.00 0.00 6,128.97 
22130-2* BUDGET ANALYST II 5,941.05 0.00 0.00 0.00 7,218.91 
23003 BUILDING SERVICES COORDINATOR 5,941.05 0.00 0.00 0.00 7,218.91 
22055* CHIEF BUILDING OFFICIAL 8,120.92 0.00 0.00 0.00 9,872.06 
22074* CITY ENGINEER 8,801.61 0.00 0.00 0.00 10,698.90 
22022* CITY PLANNER 8,120.92 0.00 0.00 0.00 9,872.06 
23023 COMMUNICATIONS SUPERVISOR 5,800.46 0.00 0.00 0.00 7,050.49 
22114* CRIME ANALYST 5,941.05 0.00 0.00 0.00 7,218.91 
22134* DEPUTY DIRECTOR OF HOUSING/REDEV 8,801.61 0.00 0.00 0.00 10,698.90 
22075* DEPUTY DIRECTOR OF PUBLIC WORKS 9,893.57 0.00 0.00 0.00 12,026.03 
22127* ECONOMIC DEVELOPMENT MANAGER 7,903.78 0.00 0.00 0.00 9,607.59 
22135* ENVIRONMENTAL PROJECT MANAGER 6,873.69 0.00 0.00 0.00 8,354.81 
23103 FINANCIAL SERVICES SUPERVISOR 6,272.34 0.00 0.00 0.00 7,623.97 
22023* FLEET AND FACILITIES MANAGER 6,946.10 0.00 0.00 0.00 8,442.47 
22014* HOUSING/REDEV MANAGER 7,903.78 0.00 0.00 0.00 9,607.59 
22131* HOUSING/REDEV PROGRAM ADMIN 6,873.69 0.00 0.00 0.00 8,354.81 
22013* HOUSING/REDEV PROJECT COORD 6,873.69 0.00 0.00 0.00 8,354.81 
26002 HUMAN RESOURCES TECHNICIAN 4,155.10 0.00 0.00 0.00 5,051.55 
22050* INVESTMENT OFFICER 7,207.77 0.00 0.00 0.00 8,762.61 
22028* IT ANALYST 6,038.51 0.00 0.00 0.00 7,340.01 
22129* IT APPLICATIONS & OPER MANAGER 7,903.78 0.00 0.00 0.00 9,607.59 
22003* IT DIVISION MANAGER 9,422.44 0.00 0.00 0.00 11,453.38 
22020* IT INFRASTRUCTURE MANAGER 8,525.99 0.00 0.00 0.00 10,363.43 
22002* IT PROJECT MANAGER 7,136.77 0.00 0.00 0.00 8,673.53 
23001-1 JUNIOR ENGINEER 5,682.03 0.00 0.00 0.00 6,906.64 
23025 LABORATORY SUPERVISOR 6,272.34 0.00 0.00 0.00 7,623.97 
22040-1* MANAGEMENT ANALYST I 5,041.84 0.00 0.00 0.00 6,128.97 
22040-2* MANAGEMENT ANALYST II 5,941.05 0.00 0.00 0.00 7,218.91 
26033 MASTER SOCIAL WORKER 5,198.53 0.00 0.00 0.00 6,318.87 
22043* NETWORK ADMINISTRATOR 6,037.97 0.00 0.00 0.00 7,339.02 
22072* PARK MAINTENANCE SUPT 6,946.10 0.00 0.00 0.00 8,442.47 
23107 POLICE SPECIAL SERVICES SUPV 5,289.91 0.00 0.00 0.00 6,429.94 
23002 PROPERTY AND EVIDENCE SUPV 5,680.76 0.00 0.00 0.00 6,904.30 
22070* PW MAINTENANCE SUPERINTENDENT 6,946.10 0.00 0.00 0.00 8,442.47 
23077 PW SUPV-EQUIPMENT MAINTENANCE 5,680.76 0.00 0.00 0.00 6,904.30 
23087 PW SUPV-FACILITIES MAINTENANCE 5,680.76 0.00 0.00 0.00 6,904.30 
23083 PW SUPV-FIELD UTILITIES 5,680.76 0.00 0.00 0.00 6,904.30 
23081 PW SUPV-PARKS 5,680.76 0.00 0.00 0.00 6,904.30 
23078 PW SUPV-STREET MAINTENANCE 5,680.76 0.00 0.00 0.00 6,904.30 
23022 RECORDS SUPERVISOR 5,680.76 0.00 0.00 0.00 6,904.30 
22086* RECREATION MANAGER 6,617.56 0.00 0.00 0.00 8,042.98 
23089 RECREATION SUPERVISOR 5,680.76 0.00 0.00 0.00 6,904.30 
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CLASS CODE CLASSIFICATION STEP 1    STEP 5 
23027 SR ADMINISTRATIVE ASSISTANT 4,707.72 0.00 0.00 0.00 5,722.49 
23108 SR BUILDING INSPECTOR 5,941.05 0.00 0.00 0.00 7,218.91 
23106 SR BUILDING PLANS EXAMINER 5,941.05 0.00 0.00 0.00 7,218.91 
22080* SR CIVIL ENGINEER 8,120.92 0.00 0.00 0.00 9,872.06 
22048* SR HOUSING/REDEV SPECIALIST 5,776.80 0.00 0.00 0.00 7,019.86 
22057* SR MASTER SOCIAL WORKER 6,691.32 0.00 0.00 0.00 8,133.46 
22133* SR NETWORK ADMINISTRATOR 6,664.90 0.00 0.00 0.00 8,100.04 
22024* SR PLANNER 6,893.19 0.00 0.00 0.00 8,379.83 
22066* UTILITIES ANALYST 6,472.77 0.00 0.00 0.00 7,867.59 
23102 UTILITIES MAINTENANCE SUPV 6,734.51 0.00 0.00 0.00 8,184.93 
22076* UTILITIES OPERATIONS MANAGER 8,801.61 0.00 0.00 0.00 10,698.90 
23082 UTILITY PLANT SUPERVISOR 6,834.72 0.00 0.00 0.00 8,307.45 
22067* WATER QUALITY MANAGER 7,527.93 0.00 0.00 0.00 9,149.60 
22136* WATER QUALITY PERMITTING ADMIN 6,272.34 0.00 0.00 0.00 7,623.97 
23084 WATER QUALITY SUPERVISOR 6,272.34 0.00 0.00 0.00 7,623.97 

 
*FLSA Exempt Status: Eligible for Administrative Leave. 
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APPENDIX A - Continued 
 

SALARY SCHEDULE 
Vacaville Managers Organization 

 
 

Wage Adjustment – Effective  07/01/07  
Two and One-half Percent (2.5%)  

 
Wage Adjustment – Effective 07/01/08  

Two and One-half Percent (2.5%)  
 

Wage Adjustment – Effective 07/01/09  
Three Percent (3.0%)  

 
Wage Adjustment – Effective07/01/10  

Three Percent (3.0%)  
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