





HOURS OF WORK ...ttt ettt sttt s et sa e b s e e snee e 20

IMPLEMENTATION ...ttt ettt et et ett e et e s bt e s te e te e beesbeesseesseessessseaaseasseesseesseessesssenssenssenseen 21
LAYOFF ..ottt ettt ettt e et e et e e vt e teete e teeateeaaeeaeeeteeetteeteeteeateeraeeaeeeaeeeaeeeaeeeteenreereenns 21
SECHON T — LaYOff POIICY.c..viiiiitiiciieecee ettt e et be b e e abe e besaaesneees 21
Section 2 — Definition Of LayOff ..........coiiiiiiiieeeceeceeee ettt et 21
SECioN 3 — NOUTICATION ..eveiiiieiiieciieece ettt ettt e beebeebeesaeeabeeaaessnesseennas 21
Section 4 — Order Of Layoff.........coiiiiiiieeee ettt et et et et 21
Section 5 — SHOM-TErM LaYOffs ........oooouiiieiee e e 22
Section 6 — Exception to Order of Layoff ............cooiiiiiiiiiiiiiicecee et e 22
LEAVE PROVISIONS ...ttt sttt ettt ett e e e e st este e teesteesbeessaassaessesssessseasseesseesseessesssesssenssessnenn 22
SECHON T — SICK LEAVE ..vvvieeiiieie ettt ettt s e st e e e ve e e atee e eateeetaeetaeestaeentneesseenens 22
Section 2 — VaCatioN LEAVE.........uiiiiiiiiieeiiiiee ettt ettt e et e e s ettt e e et e e e s ateeesnseeesnnneeeeennes 24
SECtioN 3 — HOlIdAY LEAVE. .....ccvviieiiieiiieciie ettt et ettt et ta e e tae e saaeetaeeeseenens 25
Section 4 — ANNUAl LeaVe CONVEISION. ......eecvierieieeiieieciieeteeeieesteesteesteeaeebeeaeesaeseseesseesseeseesseessennns 26
Section 5 — COMPUISOIY LEAVE. ...ccveiiiiiiiiiciiieeiee ettt ettt ettt et e e te e e ata e e stae e stbeesabeessseenens 26
SECHON 6 — MIlIArY LEAVE. ...oocviiiiiiieieetie ettt ettt e s e st be e beebeesbeesbesebessaasseens 26
SECtioN 7 — POLICAl LEAVE. ....couvviiiiiciieece ettt et et eta e et eetaeetaeeataeeenas 28
Section 8 — Special Leaves of Absence Without Pay............cccoeveiiiiiienienieiceieceeceee e 28
SeCtion 9 — RElOCAtION LEAVE. ......ccuviiieiiiciiie ettt ettt ettt e et eebee s eetaeetaeestaeeaaeeneseenens 29
SECtioN TO — JUIY DULY LEAVE. ......eeeeiiieeee ettt ettt e e e e eetee e e e e e e treeae e aeeeeesnbbaaeeeaeeennnsaaaeeas 29
Section 11 — EXaminNation TiME. .....cccuviiiiiieieeeeiieeeciree et e e et e e et e e e eereeesaraeeaeenseeessssaeeessnseeennnns 29
SECtion T2 — WItNESS LEAVE. ....eeviiiiiiiieieiie ettt ettt e ettt e et e e st e e e s ateeesnsaeesenneeeenanns 29
Section 13 — BloOd DONALIONS. ....cc.vieievieiiiicireeciee ettt ettt e et e et e etee e etaeesaaeestaeesaaeesseenenes 30
Section 14 — Failure to RetUrn After LEAVE. .........iccvieiiiieeeecieeteee ettt 30
SECHION 15 — SEIVICE DALE. ....eiieiiiiiciiiee ettt e e e et e e e e tree e s sataeeesaseeeessaeeensnseeennnns 30
LIFE INSURANG E ..ottt ettt ettt e e te et e e steesbeesbasaeesseessbeesseesseensesssesssesssesssesseenseenns 30
LONG TERM DISABILITY (LTD) INSURANCE .......coiiitiieieeie ettt ettt et eeve et evaeeteeeteesveeeveens 30
MEDICAL EMERGENQCY LEAVE ..ottt ettt ettt ettt ettt s et esae e sbaenseesbasnsesnsasenanns 31
MEMBERSHIP DUES ...ttt ettt ettt ettt ettt et te e teeete e taeeaveeabeeasaeaaasssesseenteesssensas 32
MERIT ADVANGCEMENTS ..ottt ettt ettt et e e st s b e ssa e seesseesseesseaesseassasssasssesssasssasseenses 32
NON-DISCRIMINATION ..ottt ettt et ettt e vt e eteeeteeteeveeaveeaaeeasesetaeeteestseseeseenseesseenneans 33
OBLIGATION TO SUPPORT ...ttt ettt ettt ettt ettt ettt ete e teeete e ateeabeeaaeeaaasanaeseeeseenes 33
ONECALL PAY .ottt ettt et ettt stt e s te et e et e e beesseesseenbaesseessseassassasssesseenseenseessennseensennsas 33
OVERTIME. ...ttt ettt ettt et e e e te e et e e te e teeteeteeabeeatseetseeteaessetsenseenteenseenseenssenseennas 34
PAY PERIOD ..ottt ettt ettt ettt ettt et e e teesbeesbeesbeestesstesaeessseenseanbeessasssesssesssesssesseesseenseenes 35
PAYROLL DEDUGCTIONS . ..ottt ettt ettt ettt et e et eeteeeteeeteeeteeveeteeaveeaseeaseesteeetseassenssenseenseenseenneans 36
PHYSICAL FITNESS AND APPEARANC E ........ccviiiiitie ettt ettt ettt esteeteeveeveeeae s etaesteesseesseenseens 36
PROBATIONARY PERIOD ...ttt ettt ettt ettt eteeteeteeveeaaeeetaeeteeeteetaeseenteenseeanaens 37
PROMOTIONS ...ttt ettt ettt ettt e et e st e s bt e teebeebeesbessbeesbesssesseesseessseeaseasseassesssesssesssesssesseenseenes 37
PROSPECTIVE LAWSUITS ...ttt ettt ettt et et eteeveeaeeaaeeaae s etaeetsesteeeseenseenteenseenneans 37
PROVISIONS OF LAW ...ttt sttt ettt eteete e teesteestaestaesseassaessesssasssesssesssesssesssseseesseessennsenns 37
RECOGNITION ..ottt ettt ettt e et e e te e ete e teeaeeabeeaeesaeeeteeeeteebeesbeeaseeaeeeasesasesssesseeseenns 38
REEMPLOYMENT ...ttt sttt ettt ettt e et ste e beeteeabeesbeesbeessesaaesseesseeenseesseensesssesssesssesssesseensennns 38
RENEGOTIATION ...ttt ettt ettt ettt e eteeeteeteebeeaeeeaeeeteeetesebeesbeeaseeaseeasesasesssesseenseenns 38
RETIREMENT MEDICAL TRUST FUND ....oiitiiitiiitiiciie ettt ettt ettt et teeveenveesvesanessraesseesseesseenseens 38



RETIREMENT SYSTEM CONTRIBUTIONS ..ottt 40

Section 1 — County CONTIDULIONS .......ccviiiiiiieiecie ettt ettt et e be e naeees 40
Section 2 — Remaining Emloyee ContribUtions............cccuiieiiiiiiiiiiiciicceccreecee e 40
Section 3 — SPECial PrOVISIONS ........cciiiiiiiiie ettt et ettt et beebeenbeebeesaeeseeees 41
Section 4 — 3% at 50 Retirement FOrmula ........ccoooieiiiieniieeeeee e 41
SAFETY EQUIPMENT ...ttt st sttt e b e bttt e e et sate s st e sbeesbeesbeenbes 41
SALARY ADJUSTMENTS ..ottt ettt ettt ettt ettt e st e s se e s st e s se e baenbeanbeensesnsesnsesseessnenses 41
SALARY RATES AND STEP ADVANCEMENTS ....ooiiiiiiiteiteiteieeteeieee ettt 42
TERM oottt ettt ettt et e e et e e et et b e st e bt e bt e bt e be e eabeenteeRteente e Rt e st e be e ne e beenteenteenbeenee 43
TUITION REIMBURSEMENT ...ttt ettt ettt ettt st st ettt et st st saeesaeenas 43
UNIFORM ALLOWANC E ......ootiiiieieeiie ettt sttt ettt st sttesttesttesteeteesteenteensesnsessseesseesseesaensesnsesnsesnsanns 43
UPGRADINGS ..ottt ettt et et et sat e shte s bt e s bt et e st e satesatesaeesueesbeesbeenbeenee 43
USE OF BULLETIN BOARDS ...ttt ettt ettt st sttt ettt ettt e eteetesatesnsaesteesseensaenseensesnsesnsenns 44
USE OF COUNTY RESOURCES.....ooitiitiitenitesttestteete ettt sttt ettt ettt ettt st st sbeesbeesbeenbeenteenseens 44
VISION CARE INSURANCE .....ooiiiiieeiieciieettese ettt sttt ettt et et etesatesatesasaenbeenseenseensesnsesnsasnsennes 45
WAGE DIFFERENTIALS ..ottt ettt ettt et st st st bt ettt et s atesaeesaeesbeenbes 45
Section 1 — Special CircUmMSIANCES PaY. .......ccviieciiiiiieiiie ettt ve e 45
SECHON 2 — FIISNT PAY. 1.eiiieiiiiiiciiicieeee ettt ettt st esbe e beebeesbeenbeeabeensasseenns 45
SECtioN 3 — INCENTIVE PAY....uiiiiiiiiieiiiee ettt e e e e st e e e ette e e s s eatbeeeeareeessnsaeesnsnseeennnns 45
Section 4 — Arson/Bomb Hazard Pay. ...........cccceieeiiiiiiiieiicieceese ettt e 45
Section 5 — Motorcycle Officer Hazard Pay.........cc.cooieiieiiiiiiiceeeceeee et 46
Section 5 — Caning OffiCer Pay. .......ccueiiiiiiiiieiecie ettt ettt ettt be e saeeaeebeesbeessenes 46
WORK DISRUPTION ...ttt ettt st ettt teeteeteentesstesstesatesseaenseenseensesnsesnsasseesseenseenses 46
APPENDIX A — APPROVAL BY BOARD OF SUPERVISORS.........oooiiieiieiieeieeie e eee e svee e 47
APPENDIX B = SALARY SCHEDULE ........oooiiiiitieie ettt ettt sttt et et enae e ene 48
APPENDIX C — AUTHORIZED EMPLOYEE REPRESENTATIVE LEAVE BANK .....ccoooviiiiiiiieiieeieeeieens 56
APPENDIX D — REGARDING 4/10 SCHEDULES ......c.ooiiiiiieie ettt ettt 57
APPENDIX E — REGARDING 12-HOUR SHIFTS IN CORRECTIONS OUTLYING STATIONS. ............. 58
APPENDIX F — OFFICE OF THE DISTRICT ATTORNEY 9/80 SCHEDULE.........cccceeiirieieiieieeieee 59
APPENDIX G — OFFICE OF THE DISTRICT ATTORNEY 4/10 SCHEDULE..........ccccveviirieiieieeieenee 60



MEMORANDUM OF UNDERSTANDING
BETWEEN THE COUNTY OF SAN BERNARDINO
AND THE SAN BERNARDINO COUNTY SAFETY

EMPLOYEES BENEFIT ASSOCIATION

CONCERNING THE EMPLOYEES IN THE

SAFETY MANAGEMENT AND SUPERVISORY UNIT

PREAMBLE

This Memorandum of Understanding by and between all members of the Employee Relations
Committee for the Safety Management and Supervisory Unit contains the complete results of negotiations
concerning wages, hours and other terms and conditions of employment for employees in the Safety
Management and Supervisory Unit. The parties hereto have met and conferred in good faith exchanging various
proposals in an attempt to reach agreement.

NOW, THEREFORE, the members of the Employee Relations Committee for the Safety Management and
Supervisory Unit including authorized representatives of the County, and the San Bernardino County Safety
Employees Benefit Association (hereinafter referred to as SEBA) hereby agree as follows:

ACCESS TO WORK LOCATIONS

The parties recognize and agree that in order to maintain good employee relations, it is necessary for
Field Representatives of SEBA to confer with County employees during working hours.

Therefore, SEBA Field Representatives will be granted access to work locations during regular working
hours to investigate and process grievances or appeals or examine working conditions. SEBA Field
Representatives shall be granted access with reasonable advance notice to the appointing authority or designated
management representative prior to entering a work location and after advising of the general nature of the
business. However, the appointing authority or designated management representative may deny access or
terminate access to work locations if in their judgment, it is deemed that the visit would interfere with the
efficiency, safety, or security of County operations. The appointing authority shall not unreasonably withhold
timely access to work locations. The appointing authority shall ensure that there is at all times someone
designated who shall have full authority to approve access. If a request is denied, the appointing authority or
designated management representative shall establish a mutually agreeable time and location for access to the
employee, and/or facilities.

SEBA Field Representatives granted access to work locations shall limit such visits to a reasonable period
of time, taking into consideration the nature of the grievance or appeal or visit.

The appointing authority or designated management representative may mutually establish with the
SEBA Field Representatives reasonable limits as to the number of visits authorized with the same employee on
the same issue, and reasonable limits as to the number of employees who may participate in a visit when several
employees are affected by a specific issue. The County shall not unduly interfere with SEBA’s access right to
work locations.

ADMINISTRATIVE LEAVE

(@ Effective pay period 1 of each year, an employee in a regular position in the classification of
Sheriff’s Lieutenant will be provided with eighty (80) hours of Administrative Leave time for the employee’s use.
Employees entering the class covered by this Section (i.e., Sheriff’s Lieutenant) after the beginning of pay period 1
shall be credited with Administrative Leave prorated on a monthly basis, based upon the annual rate of eighty
(80) hours (i.e., 6.67 hours per month, or any portion thereof). Such Administrative Leave may be cashed out at
the employee’s then current base rate of pay in increments of one (1) hour one (1) time during the calendar year
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to the extent that the hours would have accrued at a rate of 6.67 hours per month minus any hours used up to
that time. Any Administrative Leave accrual balances in effect at the end of the last pay period paid in the
calendar year will automatically be paid at the employee’s then current base rate of pay. Employees may
designate that cash outs of Administrative Leave be allocated to the County’s Section 457 Deferred
Compensation Plan, consistent with the requirements and restrictions of such Plan. Upon termination of
employment, unused Administrative Leave will be paid at the current rate of pay only by the amount of hours
that would have been accrued at a rate of 6.67 hours per month that exceeds the total number of hours
previously used and cashed out. Administrative Leave may be used on the same basis and under the same
conditions as vacation leave.

(b) Effective pay period 1 of each year, employees in regular positions in the classifications of
Sheriff's Sergeant and District Attorney Supervising Investigator, will be provided with forty (40) hours of
Administrative Leave time for the employee’s use. Employees entering any of these classes after the beginning of
pay period 1 shall be credited with Administrative Leave prorated on a monthly basis, based upon the annual
rate of forty (40) hours (i.e., 3.33 hours per month, or any portion thereof). Such Administrative Leave may be
cashed out at the employee’s then current base rate of pay in increments of one (1) hour one (1) time during the
calendar year to the extent that the hours would have accrued at a rate of 3.33 hours per month minus any hours
used up to that time. Any Administrative Leave accrual balances in effect at the end of the last pay period paid in
the calendar year will automatically be paid at the employee’s then current base rate of pay. Employees may
designate that cash outs of Administrative Leave be allocated to the County’s Section 457 Deferred
Compensation Plan, consistent with the requirements and restrictions of such Plan. Upon termination of
employment or upon leaving the group of classes covered by this Section (Sheriff’s Sergeant and District Attorney
Supervising Investigator), unused Administrative Leave will be paid at the current rate of pay only by the amount
of hours that would have been accrued at a rate of 3.33 hours per month that exceeds the total number of hours
previously used and cashed out. Administrative Leave may be used on the same basis and under the same
conditions as vacation leave.

(©) Any Administrative Leave accumulated and unused in calendar year 1995 and calendar year
1996 shall be placed in a separate bank for the employee’s later use as time off. In the event an employee
leaves County service with a balance in that bank, that balance will be cashed out at the then current rate.

AGENCY SHOP

Within thirty (30) days of April 13, 2004, an election shall be conducted within the Safety Management
and Unit, Sheriff’'s Sergeants, Deputy Sheriff Criminalists Il and Supervising District Attorney Investigators only,
to determine whether the following provision regarding agency shop shall be incorporated into the terms and
conditions of employment for the Safety Management and Supervisory Unit. If by such an election the majority
of the members of the affected classifications in the Safety Management and Supervisory Unit casting ballots
approve inclusion of this agency shop provision.

Effective the pay period beginning May 29, 2004, all current employees who are in the job
classifications of Sheriff’s Sergeant, Deputy Sheriff Criminalist Il and Supervising District Attorney Investigator,
shall become a member of SEBA or pay via payroll deduction to SEBA an agency fee in an amount equal to
SEBA's bi-weekly dues or a lesser amount designated by SEBA. Employees who are hired after May 29, 2004,
and who are in an affected job classification within this Unit, shall within the first pay period from the date of
commencement of duties as an employee, become a member of SEBA or pay via payroll deduction to SEBA
an agency fee in an amount equal to SEBA’s biweekly dues. Excepted from the above are extra-help and
recurrent employees. Dues and agency fees withheld by the County shall be transmitted to the SEBA officer
designated in writing by SEBA as the person authorized to receive such funds, at the address specified. The
parties agree that the obligations herein are a condition of continued employment for unit members. The parties
further agree that the failure of any unit member covered by the Article to remain a member in good standing of
SEBA or to pay the prescribed fee during the term of this Agreement shall constitute, generally, just and
reasonable cause for termination.
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The County shall not be obligated to put into effect any new, changed or discontinued dues deduction
until a payroll deduction card is submitted to the Auditor/Controller-Recorder in sufficient time to permit normal
processing of change or deduction. Agency fees shall automatically be deducted from employees who elect not
to become members of SEBA.

No unit member shall be required to join SEBA or to authorize an agency fee payroll deduction if the
unit member is an actual, verified member of a bona fide religion, body, or sect which has historically held
conscientious objections to joining or financially supporting employee organizations; this exemption shall not be
granted unless and until such unit member has verified the specific circumstances. Such employee must,
instead, arrange with SEBA to satisfy his/her obligation by donating the equivalent amount to a non-labor, non-
religion charitable fund, tax exempt under Section 501(c)(3) of the Internal Revenue Code (IRC), chosen by the
employee, from the following: County Employees Combined Giving Campaign; Teddy Bear Tymes; or the
Salvation Army. SEBA shall be responsible for determinations under this paragraph. Proof of such payments
shall be submitted to the County on a monthly basis as a condition of continued exemption from the agency fee
requirement.

SEBA shall be fully responsible for expending funds received under this Article consistent with all legal
requirements for expenditures of employee dues which are applicable to public sector labor organizations.

Whenever a unit member shall be delinquent in the satisfaction of his or her obligation described
above, SEBA shall give the unit member written notice thereof and fifteen (15) days to cure the delinquency; a
copy of said notice shall be forwarded to the County Employee Relations Division Chief. In the event the unit
member fails to cure said delinquency, SEBA shall request, in writing, that the County initiate termination
proceedings. The termination proceedings shall be governed by applicable laws and are specifically excluded
from the Grievance Procedure.

The County shall not involuntarily deduct from non-members monies specifically earmarked for a
Political Action Committee or other political activities.

SEBA shall keep an adequate itemized record of its financial transactions and shall make available
annually to the County and, upon request to the employees who are members of SEBA within sixty (60) days
after the end of its fiscal year, a detailed written financial report thereof in the form of a balance sheet and an
operating statement, certified as to its accuracy by its President and Treasurer or corresponding Principal Officer
or by a Certified Public Accountant. A copy of financial reports required under or referred to in the Labor-
Management Disclosure Act of 1959 or Government Code Section 3546.5 shall satisfy this requirement.

This organizational security arrangement shall be null and void if rescinded by a vote of employees in
the unit pursuant to Government Code Section 3502.5(d).

SEBA hereby agrees to defend, indemnify and hold harmless the County of San Bernardino and its
officers and employees from any claim, loss, liability or cause of action of any nature whatsoever arising out of
the operation of this Article. SEBA's indemnity and liability obligation is more fully set forth as follows:

SEBA shall defend, indemnify and hold harmless the County of San Bernardino and its officers and
employees from any claim, loss, liability, cause of action or administrative proceeding arising out of the
operation of this Article. Upon commencement of such legal action, administrative proceeding, or claim, SEBA
shall have the right to decide and determine whether any claim, administrative proceeding, liability, suit or
judgment made or brought against the County or its officers and employees because of any application of this
Article shall or shall not be compromised, resisted, defended, tried or appealed. Any such decision on the part
of SEBA shall not diminish SEBA's defense and indemnification obligations under this Agreement.

The County, immediately upon receipt of notice of such claim, proceeding or legal action shall inform
SEBA of such action, provide SEBA with all information, documents, and assistance necessary for SEBA defense

Safety Management and Supervisory — Page 3



or settlement of such action and fully cooperate with SEBA in providing all necessary employee witnesses and
assistance necessary for said defense. The cost of any such assistance shall be paid by SEBA.

SEBA upon its compromise or settlement of such action or matter shall timely pay the parties to such
action all sums due under such settlement or compromise. SEBA, upon final order and judgment of a Court of
competent jurisdiction awarding damages or costs to any employee, shall pay all sums owing under such order
and judgment.

ASSIGNMENT TO HIGHER POSITION

Employees directed to continuously perform duties in a vacant higher-level position for which funds
have been appropriated shall be entitled to compensation on the higher level for the time actually worked in
excess of sixty (60) work days in a one hundred twenty (120) work day corridor, unless specifically waived by the
employee; provided, however:

(a) The appointing authority certifies to the County Administrative Officer in writing at the time of
appointment that the employee is assigned and held responsible to fully perform all of the duties normally
associated with the higher-level classification without limitation as to difficulty or complexity of assignments or
consequence of action and that the employee shall be required to meet standards for satisfactory performance
normally required at the higher-level classification.

(b) A written request of compensation at the higher-level classification is directed to the County
Administrative Officer through the Human Resources Department for approval. It shall be the responsibility of
the appointing authority to initiate such requests and whenever possible to anticipate need for reassignment to a
higher-level classification. Written requests may also be made by the employee or the exclusive recognized
employee organization in the same manner. A copy of the written request for compensation at the higher-level
classification and the certification of the assignment of duties shall be provided to the employee. The employee
shall be advised of the date compensation at the higher level is to be effective.

No employee shall be required to accept assignments to continuously perform the duties of vacant
higher-level position for which funds have been appropriated unless directed in writing by the appointing
authority or supervisor with the delegated authority.

Employees may be temporarily assigned higher or lower duties without a change in pay and such action
not be deemed as a basis for transfer, demotion, promotion, or reclassification. In all cases where periodic or
regular variations in assignments occur because of seasonal needs or because of the nature of the duties or the
work schedule, such variations shall be considered as incidental to the position.

Appointments to regular positions from an appropriate eligible list of a lower classification as a Trainee
are exempt from provisions of this Article and are governed by the provisions of the Personnel Rule on
Appointments.

Approval of compensation at the higher-level classification shall not circumvent the principle of the
competitive process for appointments to positions in the classified service. Approval of the higher salary may not
be retroactive unless approved by the Assistant Administrative Officer for Human Resources and unless a request
for compensation at the higher-level classification is made within twenty (20) work days following the sixty (60)
working day period. In no event shall additional compensation be paid for the first sixty (60) days worked.
Requests approved for compensation at the higher-level classification shall be governed by the Personnel Rule on
Provisional Appointments as to the duration of approval and eligibility requirements for compensation at the
higher-level classification and as to continuation of the appointment.

This Article does not apply to a situation in which there is no vacant higher-level position for which

funds have been appropriated. Addition of duties of a higher-level classification to an employee's budgeted
position shall be governed by the Personnel Rule on Classifications.
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It is the responsibility of all parties including department heads and other supervisory personnel to
follow the procedures set forth in this Article and promptly report unauthorized situations covered by this Article
to the County Administrative Officer.

For purposes of this Article, a vacant position is defined as an authorized position for which funds have
been appropriated and allocated to an existing job classification based upon the duties and responsibilities
currently assigned to the position and which may be:

(1) An unoccupied position due to attrition and for which the Civil Service appointment
process has been initiated.

2) A new position authorization by Board of Supervisors budgetary action for which the
Civil Service appointment process has been initiated.

(3) A position from which the incumbent is on extended authorized leave of absence.

BENEFIT PLAN
Section 1 — Benefit Plan Contributions

(@ Employees in a regular position scheduled and paid for a minimum of forty-one (41) hours per
pay period are eligible to receive the benefits of this Section.

(b) The bi-weekly amount of the County provided Benefit Plan for eligible employees in this
Unit shall be one hundred fifty dollars and ninety-three cents ($150.93) per pay period. The benefit plan
contributions provided in this Section shall only be afforded to employees who have completed more than
eighteen (18) years of service with the County as of December 25, 2005, including those who previously
elected to opt-out or waive to a spouse.

(©) Under no circumstances will the monetary value of the Benefit Plan be prorated.

(d) Employees who are on an approved medical leave of absence and whose paid hours in a pay
period are less than forty-one (41) hours will continue to receive the benefits of this Section for up to six (6) pay
periods per episode of illness or injury. Employees who are on an approved leave of absence without pay under
the Family Medical Leave Act of 1993 will continue to receive the Benefit Plan dollars for up to six (6) pay
periods. Employees who are on a leave of absence without pay shall not be eligible to receive the monetary
benefits of this Section unless on a medical leave or a Family Medical Leave Act eligible leave.

Section 2 — Section 125 Premium Conversion Plan

(@ Eligible employees shall be provided with a Section 125 Premium Conversion Plan. The
purpose of the Plan is to provide employees a choice between paying premiums with either pre-tax salary
reductions or after-tax payroll deductions for health insurance, dental insurance, voluntary life (to the IRS
specified limit) and accidental death and dismemberment insurance premiums currently maintained for Unit
employees or any other program(s) mutually agreed upon by the parties. The amount of the pre-tax salary
reduction or after-tax payroll deduction must be equal to the required insurance premium in accordance with IRS
regulations.

(b) Benefit Plan elections shall not reduce earnable compensation for purposes of calculating
benefits or contributions for the San Bernardino County Employees’ Retirement Association.

Safety Management and Supervisory — Page 5



(© To be eligible for this benefit, an employee must be in a regular position and be regularly
scheduled to work at least forty-one (41) hours in a pay period or be on an approved leave pursuant to the
Family Medical Leave Act.

(d) Election of pre-tax and after-tax payroll deductions shall be made within the specified time
frame in accordance with the County Plan of the initial eligibility period in a manner and on such forms
designated by the Human Resources Employee Benefits and Services Division. Failure to timely submit
appropriate paperwork will result in after-tax deductions for all eligible premiums for the remainder of the Plan
year.

(e) Once a salary reduction has begun, in no event will changes in elections be permitted during
the Plan year except to the extent permitted under Internal Revenue Service rulings and regulations and with the
County’s Plan Document. The employee must submit request for a change due to a mid-year qualifying event
within the specified time frame in accordance with the County’s Plan Documents of the qualifying event. The
Human Resources Employee Benefits and Services Division Chief, or designee, will authorize changes as long as
the change is made on account of and consistent with an employee’s change in status.

Section 3 - Health and Dental Plan Coverage

(a) All eligible employees scheduled to work forty one (41) hours or more per pay period in a
regular position must enroll in a health and dental plan offered by the County. Employees who fail to elect
health plan coverage will be automatically enrolled in the health and dental plan with the lowest bi-weekly
premium rates available in the geographical location of the employee’s primary residence.

(b) To be eligible for County health and dental plan coverage, an employee must be in a regular
position and have received pay for at least forty one (41) hours in a pay period or be on an approved leave
pursuant to the Family Medical Leave Act.

(0 Enrollment elections must remain in effect for the remainder of the Plan year to the extent
permitted under IRS regulations.

(d) Eligible employees may elect to enroll their dependents upon initial eligibility for health and
dental insurance. Thereafter, newly eligible dependents may be enrolled within the specified time frame in
accordance with the County Plan Documents and/or applicable IRS regulations of obtaining dependent status,
such as birth, adoption or marriage.

(e) Notification of a mid-year qualifying event must be submitted to the Human Resources
Employee Benefits and Services Division in accordance with procedures adopted by the County. Employees are
responsible for notifying the County within thirty (30) days of dependent’s change in eligibility for the County
plans.

) Dependent(s) must be removed mid-Plan year when a dependent(s) becomes ineligible for
coverage under the Insurance Plan eligibility rules.

(g Premiums for coverage will be automatically deducted from the employee’s pay warrant.
Failure to pay premiums will result in loss of coverage for the employee and/or the dependents.

(h) Employees eligible for health plan coverage who are also enrolled in comparable group
health plan sponsored by another employer or are covered by a spouse who is also employed with the
County may elect to discontinue enrollment in their County-sponsored health plan (opt-out or waive).
Employees who elect to opt-out of County-sponsored health plan coverage or waive to a spouse during the
term of this MOU will receive twenty dollars ($20.00) per pay period in lieu of the Medical Premium Subsidy
described below.
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Section 3

The County shall provide at County expense an annual Class Il, Federal Aviation Administration-certified
physical by a County-selected, certified physician for each employee who regularly operates aircraft in the
Aviation Division of the Sheriff's Department.

Section 4

Employees in this Unit over age 40 may obtain body scan services provided by the Arrowhead Regional
Medical Center once every two (2) years, provided that the employee pays for said services. The County agrees
to charge employees in this Unit the same fees for these services as employees in the Exempt Group.

PROBATIONARY PERIOD

The probationary period for positions in the Safety Management and Supervisory Unit shall be 1,600
hours. The probationary period ends at the end of the day in which the employee has completed the required
number of service hours.

The probationary period shall be automatically extended for each hour during which the employee is on
leave without pay, including absences while receiving disability payments, or on Military Leave. In situations
where the employee is on continuous paid sick leave or is using vacation or holiday leave in lieu of paid sick
leave, for eighty (80) or more consecutive hours, or is on modified duty for occupational or non-occupational
reasons and cannot perform the primary duties of the position, the probationary period may be extended for the
period of modified duty at the discretion of the appointing authority. Such extensions are in addition to the
fifteen (15) pay period extension allowed by the Personnel Rules.

PROMOTIONS

A promotion is the appointment of an employee from one classification to a classification having a
higher base salary range. A promoted employee, including an individual promoted into this Unit, shall receive
the entrance rate of the new range or be placed on the step that causes him/her to receive a salary increase
(including Incentive Pay) of approximately five percent (5%) whichever is greater; provided that no employee is
thereby advanced in step nor advanced above the top step of the higher base salary range. For purposes of
computing the five percent (5%) salary increase, consideration shall be given to any POST pay being received by
the promoted employee. An employee promoted out of this Unit shall be governed by the Article on Salary
Rates and Step Advancements in the Memorandum of Understanding or other applicable document pertaining to
the appropriate unit or group.

PROSPECTIVE LAWSUITS

The parties agree that prior to filing lawsuits, the parties shall formally meet to attempt resolution of the
matter in question with the intent of reaching a mutually acceptable solution.

PROVISIONS OF LAW

It is understood and agreed that this Memorandum of Understanding is subject to all current and future
applicable Federal and State laws and regulations and the current provisions of the Charter of the County of San
Bernardino. If any part or provision of this Memorandum of Understanding is in conflict or inconsistent with
such applicable provisions of those Federal, State, or County enactments or is otherwise held to be invalid or
unenforceable by any court of competent jurisdiction, such part or provisions shall be suspended and superseded
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by such applicable law or regulations, and the remainder of this Memorandum of Understanding shall not be
affected thereby. If any substantive part or provision of this Memorandum of Understanding is suspended or
superseded, the parties agree to reopen negotiations regarding the suspended or superseded part or provision
with the understanding that total compensation and benefits to employees under this Memorandum of
Understanding shall not be reduced or increased as a result of this Article. The parties hereto agree to refrain
from initiating any legal action or taking individual or collective action that would invalidate Articles of this
Memorandum of Understanding.

RECOGNITION

Pursuant to the provisions of the Employee Relations Code of the County of San Bernardino and
applicable State law, the San Bernardino County Safety Employees Benefit Association (SEBA) has been certified
by the County's Employee Relations Panel as the exclusive recognized employee organization for County
employees in the Safety Management and Supervisory Unit (hereinafter the "Unit") previously found to be
appropriate by said Employee Relations Panel. The County hereby recognizes SEBA as the exclusive recognized
employee organization for the employees in the employee classifications comprising said Unit as listed in the
Salary Adjustment Article hereof, as well as employees in such classes as may be added to this Unit hereafter by
the County.

Employees in this Unit shall retain all rights, benefits and protection provided in this Memorandum of
Understanding and the Personnel Rules when assigned to court services.

REEMPLOYMENT

An employee who has separated from County employment, and who is subsequently rehired in the
same classification in a regular position within a one-hundred and eighty (180) calendar day period, shall receive
restoration of salary step, annual/vacation leave accrual rate, sick leave balance (unless the employee has
received payment for unused sick leave in accordance with the Leave Provisions Article and the Retirement Plan
contribution rate provided the employee complies with the County Retirement Board's procedure for redeposit
of funds, subject to the approval and conditions of the appointing authority and the Administrative Office. The
employee shall suffer loss of seniority and a new benefit date shall be established for purposes of seniority.

RENEGOTIATION

In the event either party hereto desires to negotiate a successor Memorandum of Understanding, each
party shall serve upon the other during a thirty-one (31) day period commencing 180 days prior to the expiration
of this Agreement, its written request to commence negotiations, as well as its initial written proposals for such
successor Memorandum of Understanding. Upon receipt of such written proposals, an initial meeting of the
parties shall be held no later than thirty (30) days after such receipt.

Nothing in this Article is intended to preclude either party from supplementing their proposals prior to
the end of the fourth negotiation session.

RETIREMENT MEDICAL TRUST FUND

A Retirement Medical Trust Fund has been established for eligible employees of the Safety Management
and Supervisory Unit. Eligible employees are those employees with ten (10) or more years of participation in the
San Bernardino County Employees’ Retirement Association; or those individuals who contributed to a public
sector retirement system or systems over a ten-year period and did not withdraw their contributions from the
retirement system(s); or those who receive a disability retirement. Those eligible employees with ten (10) or
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more years of combined contributions to SBCERA and other public sector retirement system(s) must complete a
Prior Service Credit Request form and submit it to the Retirement Medical Trust Plan Administrator for approval.
A letter from the public sector retirement system(s) confirming that contributions have not been withdrawn must
accompany the form.

The Trust is administered by a Board of Trustees who manage the resources of the Trust Fund and
determine appropriate investment options and administrative fees for managing the Trust Fund. The Trustees
insure that payments of qualified medical expenses incurred by retirees or their eligible dependents are properly
reimbursed. The trust will establish individual accounts for each participant who will be credited with
earnings/losses based upon the investment performance of the participant’s individual account. All of the
contributions to the Trust Fund will be treated for tax purposes, as employer, non-elective contributions resulting
in tax-free contributions for the County. All of the distributions from the Trust Fund made to retirees or their
eligible dependents for the reimbursement of qualified medical expenses as defined by the Internal Revenue
Codes (including medical and other eligible insurance premiums) will also be non-taxable to the retiree or the
retiree’s eligible dependent(s).

The Trust Fund is a Voluntary Employees Benefit Association (VEBA) and will comply with all of the
provisions of Section 501(c)(9) of the Internal Revenue Code.

At retirement, all eligible employees will be required to contribute the cash value of their unused sick
leave balances to the Trust, in accordance with the conditions described below.

Amount of Remaining Sick Leave Hours Cash Value Formula
241 to 480 hours 35%
481 to 600 hours 40%
601 to 720 hours 45%
721 to 840 hours 50%
841 to 1,500 hours 75%

Upon the death of an active employee with ten (10) or more years of continuous service from the most
recent date of hire in a regular position, the estate of the deceased employee will be paid for unused sick leave
balances according to the above formula.

The County shall contribute to the Trust an amount equal to a percentage of the base biweekly salary of
eligible employees as follows:

Years of Completed Regular County Service Percentage
Less than one year 0%
One but less than ten years 1.0%
Ten but less than sixteen years 1.75%
Sixteen or more years 3%

Contributions to the Trust shall not be considered earnable compensation.
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RETIREMENT SYSTEM CONTRIBUTIONS
Section 1 — County Contributions

() Amount of Contribution

The County will pickup a portion of the employee's required contribution to the San Bernardino County
Employees' Retirement Association in the amount of three hundred eighty-seven dollars ($387.00) per month.

(b) Designation of Contributions

The employee must choose to designate the entire employee required retirement contribution as either
“employer” or “employee” contributions for retirement purposes. If the employee designates the pickup as
“employer” contributions, for each dollar applied, the employee’s retirement obligation shall be satisfied in the
amount of the actuarial value of that dollar to the Retirement Association as determined by the Board of
Retirement; and the employee may not withdraw this contribution from the Retirement Association.

If the employee designates the pickup as "employee" contributions, for each dollar applied, the
employee's retirement obligation shall be satisfied in the amount of one dollar ($1.00), and upon separation
without retirement, an employee may withdraw this contribution from the Retirement Association. Upon
retirement or separation, all contributions applied under this Section will be considered for tax purposes as
employer-paid contributions.

If the employee does not file a designation, the contributions shall be made as "employee"
contributions. Employees receiving Retirement System contributions under the Benefit Plan in effect prior to the
effective date of this Article shall continue to have contributions under this Article applied (as employer or
employee contributions for retirement purposes) in the same manner as previously applied for the employee
until a revised designation is made by the employee.

Section 2 — Remaining Employee Contributions

Any employee Retirement System contribution obligations which are not paid by the application of
Section 1 of this Article shall be "picked up" for tax purposes only pursuant to this Section. The
Auditor/Controller-Recorder shall implement the pick up of such Retirement System contributions under Internal
Revenue Code Section 414(H)(2) effective with the earnings paid and contributions made on and after the
effective date of this Article.

The County shall make member contributions under this Section on behalf of the employee which shall
be in lieu of the employee's contributions, and such contributions shall be treated as employer contributions for
purposes of reporting and wage withholding under the Internal Revenue Code and the Revenue and Taxation
Code. The amounts picked up under this Section shall be recouped through offsets against the salary of each
employee for whom the County picks up member contributions. These offsets are akin to a reduction in salary
and shall be made solely for purposes of income tax reporting and withholding. The member contributions
picked up by the County under this Section shall be treated as compensation paid to County employees for all
other purposes, including calculation of retirement benefits. County paid employer contributions to the County's
Retirement System under this Section shall be paid from the same source of funds as used in paying the salaries
of the affected employees. No employee shall have the option to receive the Retirement System contribution
amounts directly instead of having them paid to the County Retirement System.

Upon retirement or separation, all contributions picked up under this Section will be considered for tax
purposes as employer-paid contributions. Contributions under this Section shall be applied (as all employer or
all employee contributions with the same value and restrictions) for Retirement System purposes in the same
manner as the contributions under Section 1 of this Article.
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Section 3 — Special Provisions

Employees who have thirty (30) years of service credit and no longer make retirement contributions
under the provisions of the County Employees' Retirement Law of 1937 shall be paid in cash three hundred
eighty-seven dollars ($387.00) per month.

This Article shall only apply to employees who are members of the Retirement Association and are
eligible for participation under the Benefit Plan Article. The provisions of this Article shall be applied each pay
period.

Section 4 — 3% at 50 Retirement Formula

The County agrees to adopt a resolution to make Section 31664.1 of the Government Code (3% at 50
Retirement Formula) applicable to eligible members of this Unit on October 1, 2003. The County further agrees
to adopt a resolution pursuant to Section 31678.2 of the Government Code to make Section 31664.1 applicable
to all prior safety retirement service credit for each eligible employee in this Unit.

The parties agree that upon implementation of these resolutions, the eligible employees in this Unit
shall be required to pay an additional 2.5% of compensation earnable, each pay period into the Retirement
System, above and beyond the employee contribution rates established by the Board of Retirement on an
annual basis.

Implementation of this section on October 1, 2003, is contingent upon Court approval of the
settlement referenced in the Article, Settlement of Retirement-Related Claims.

SAFETY EQUIPMENT

The County shall provide the following items of safety equipment upon request to each employee in a
regular position required to have safety equipment: handgun, magazine pouch with two (2) extra magazines, ASP
and ASP holder, chemical agent and holder, uniform holster, uniform belt with keeper straps, handcuffs and
handcuff case, ammunition, off-duty holster, helmet and face shield, and protective vest. The type and make of
each item of equipment shall be designated by the County.

Such equipment shall remain the property of the County of San Bernardino and will be returned to the
County upon the employee's termination. Employees shall be responsible for loss or damage to such equipment
due to their negligence, except normal wear.

SALARY ADJUSTMENTS
Section 1

Effective July 4, 2009, a two percent (2.0%) pay increase shall be applied to the Safety Management
and Supervisory Unit. Effective January 2, 2010, an additional two percent (2.0%) increase shall be applied.
Effective July 3, 2010, an additional three and three-quarter percent (3.75%) increase shall be applied.
Effective July 2, 2011, an additional two percent (2%) increase shall be applied. Effective December 31,
2011, an additional two percent (2%) increase shall be applied. As a result of those increases, the base salary
ranges and rates shall be applicable for classifications in the Safety Management and Supervisory Unit.
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APPENDIX B - SALARY SCHEDULE
Effective 02/26/2011
1.25% Salary Increase

DA Supervising DS Criminalist Ill,
Investigator Sheriff's Sergeant | Sheriff's Lieutenant
24 25 28
Base Step Hourly Annual Hourly | Annual Hourly Annual
1 40.95 | 85,176.00 | 3717 [77,31360] 4286 89,148.80
2 4194 | 87,235.20 | 38.04 [79,12320] 43.93 91,374.40
3 4296 | 89,356.80 | 38.98 |[81,078.40] 45.01 93,620.80
4 4400 | 91,520.00 | 39.94 |[83,07520] 46.18 96,054.40
5 4513 | 93,870.40 | 40.95 |[85,176.00| 47.24 98,259.20
6 46.25 | 96,200.00 | 41.94 |[87,23520] 4845 100,776.00
7 4739 | 98,571.20 | 42.96 | 89,356.80| 49.62 103,209.60
8 48.57 [101,025.60] 44.00 [91,520.00] 50.83 105,726.40
9 49.78 [103,54240] 4513 [93,87040] 52.12 108,409.60
10 5229 1108,763.20| 47.39 |98,571.20] 54.74 113,859.20
Adv Post Step $2.67/hr $2.43/hr $2.79/hr
11 43.62 | 90,729.60 | 39.60 [ 82,368.00] 45.65 94,952.00
12 44.61 92,788.80 | 4047 |84177.60| 46.72 97,177.60
13 4563 | 9491040 | 4141 |[86,13280] 47.80 99,424.00
14 46.67 | 97,073.60 | 4237 |88,129.60] 4897 101,857.60
15 47.80 | 99,424.00 | 43.38 |[90,23040] 50.03 104,062.40
16 48.92 [101,753.60) 4437 [9228960] 51.24 106,579.20
17 50.06 |104,12480| 4539 |94,411.20] 52.41 109,012.80
18 5124 1106,579.20| 46.43 |96,574.40] 53.62 111,529.60
19 5245 1109,096.00|] 47.56 |98,924.80] 54.91 114,212.80
20 5496 |114,316.80| 49.82 |103,625.60] 57.53 119,662.40
Supv Post Step $4.05/hr $3.69/hr $4.23/hr

21 45.00 | 93,600.00 | 40.86 |[84,988.80] 47.09 97,947.20
22 4599 | 95,659.20 | 41.73 [ 86,798.40] 48.16 100,172.80
23 47.01 97,780.80 | 42.67 |88,753.60| 49.24 102,419.20
24 48.05 | 99,944.00 | 43.63 |[90,750.40] 50.41 104,852.80
25 4918 [102,294.40] 44.64 (9285120 5147 107,057.60
26 50.30 |104,624.00|] 4563 |9491040] 52.68 109,574.40
27 5144 1106,995.20| 46.65 |97,032.00] 53.85 112,008.00
28 5262 1109,44960| 47.69 |99,195.20] 55.06 114,524.80
29 53.83 | 111,966.40| 48.82 |101,545.60] 56.35 117,208.00
30 56.34 | 117,187.20] 51.08 [106,246.40] 58.97 122,657.60
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APPENDIX B - SALARY SCHEDULE
Effective 07/02/2011
2% Salary Increase

DA Supervising DS Criminalist 111,
Investigator Sheriff's Sergeant Sheriff's Lieutenant
24 25 28
Base Step Hourly Annual Hourly Annual Hourly Annual
1 41.77 86,881.60 37.91 78,852.80 43.72 90,937.60
2 42.78 88,982.40 38.80 80,704.00 44.81 93,204.80
3 43.82 91,145.60 39.76 82,700.80 45,91 95,492.80
4 44.88 93,350.40 40.74 84,739.20 47.10 97,968.00
5 46.03 95,742.40 41.77 86,881.60 48.18 100,214.40
6 47.18 98,134.40 42.78 88,982.40 49.42 102,793.60
7 48.34 100,547.20 43.82 91,145.60 50.61 105,268.80
8 49.54 103,043.20 44.88 93,350.40 51.85 107,848.00
9 50.78 105,622.40 46.03 95,742.40 53.16 110,572.80
10 53.34 110,947.20 48.34 100,547.20 55.83 116,126.40
Adv Post Step $2.67/hr $2.43/hr $2.79/hr
11 44.44 92,435.20 40.34 83,907.20 46.51 96,740.80
12 45.45 94,536.00 41.23 85,758.40 47.60 99,008.00
13 46.49 96,699.20 42.19 87,755.20 48.70 101,296.00
14 47.55 98,904.00 43.17 89,793.60 49.89 103,771.20
15 48.70 101,296.00 44.20 91,936.00 50.97 106,017.60
16 49.85 103,688.00 45.21 94,036.80 52.21 108,596.80
17 51.01 106,100.80 46.25 96,200.00 53.40 111,072.00
18 52.21 108,596.80 47.31 98,404.80 54.64 113,651.20
19 53.45 111,176.00 48.46 100,796.80 55.95 116,376.00
20 56.01 116,500.80 50.77 105,601.60 58.62 121,929.60
Supv Post Step $4.05/hr $3.69/hr $4.23/hr

21 45.82 95,305.60 41.60 86,528.00 47.95 99,736.00
22 46.83 97,406.40 42.49 88,379.20 49.04 102,003.20
23 47.87 99,569.60 43.45 90,376.00 50.14 104,291.20
24 48.93 101,774.40 44.43 92,414.40 51.33 106,766.40
25 50.08 104,166.40 45.46 94,556.80 52.41 109,012.80
26 51.23 106,558.40 46.47 96,657.60 53.65 111,592.00
27 52.39 108,971.20 47.51 98,820.80 54.84 114,067.20
28 53.59 111,467.20 48.57 101,025.60 56.08 116,646.40
29 54.83 114,046.40 49.72 103,417.60 57.39 119,371.20
30 57.39 119,371.20 52.03 108,222.40 60.06 124,924.80
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APPENDIX B - SALARY SCHEDULE
Effective 12/31/2011
2% Salary Increase

DA Supervising DS Criminalist Ill,
Investigator Sheriff's Sergeant | Sheriff's Lieutenant
24 25 28
Base Step Hourly Annual Hourly | Annual Hourly Annual
1 42.61 88,628.80 | 38.67 |80,433.60| 44.59 92,747.20
2 43.64 | 90,771.20 | 39.58 |[82,326.40] 45.71 95,076.80
3 4470 | 92976.00 | 40.56 |[84,364.80] 46.83 97,406.40
4 4578 | 9522240 | 4155 |86,42400] 48.04 99,923.20
5 46.95 | 97,656.00 | 42.61 |[88,628.80] 49.14 102,211.20
6 4812 [100,089.60] 43.64 |[90,771.20] 50.41 104,852.80
7 49.31 [102,564.80] 44.70 [92976.00] 51.62 107,369.60
8 50.53 |105,102.40| 45.78 | 95,222.40] 52.89 110,011.20
9 51.80 |107,744.00|] 46.95 |97,656.00] 54.22 112,777.60
10 5441 | 11317280 49.31 |102,564.80] 56.95 118,456.00
Adv Post Step $2.67/hr $2.43/hr $2.79/hr
11 4528 | 9418240 1 4110 |[85488.00] 47.38 98,550.40
12 46.31 96,324.80 | 42.01 |87,380.80| 48.50 100,880.00
13 4737 | 98,529.60 | 42.99 (8941920 49.62 103,209.60
14 4845 [100,776.00] 43.98 [91,478.40] 50.83 105,726.40
15 49.62 [103,209.60] 45.04 [93,683.20] 51.93 108,014.40
16 50.79 1105,643.20| 46.07 | 95,825.60] 53.20 110,656.00
17 5198 |108,118.40| 47.13 |98,030.40] 54.41 113,172.80
18 53.20 |110,656.00| 48.21 |100,276.80] 55.68 115,814.40
19 5447 |1 113,297.60| 49.38 |102,710.40] 57.01 118,580.80
20 57.08 |118,726.40| 51.74 |107,619.20] 59.74 124,259.20
Supv Post Step $4.05/hr $3.69/hr $4.23/hr

21 46.66 | 97,05280 | 42.36 | 88,108.80| 48.82 101,545.60
22 4769 | 9919520 | 43.27 [90,001.60] 49.94 103,875.20
23 48.75 |[101,400.00] 44.25 |[92,040.00] 51.06 106,204.80
24 49.83 [103,646.40] 4524 [94,09920] 5227 108,721.60
25 51.00 |106,080.00|] 46.30 | 96,304.00] 53.37 111,009.60
26 5217 1108,513.60| 47.33 |98,446.40] 54.64 113,651.20
27 53.36 | 110,988.80| 48.39 |100,651.20] 55.85 116,168.00
28 54.58 |113,626.40| 49.47 |102,897.60] 57.12 118,809.60
29 55.85 |116,168.00| 50.64 |105,331.20] 58.45 121,576.00
30 58.46 |121,596.80| 53.00 [110,240.00] 061.18 127,254.40
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APPENDIX B - SALARY SCHEDULE
Effective 02/25/2012
1.25% Salary Increase

DA Supervising DS Criminalist Ill,
Investigator Sheriff's Sergeant | Sheriff's Lieutenant
24 25 28
Base Step Hourly Annual Hourly | Annual Hourly Annual
1 4314 | 89,731.20 | 3915 [ 81,43200] 45.15 93,912.00
2 4419 [ 9191520 | 40.07 [ 83,34560] 46.28 96,262.40
3 4526 | 9414080 | 41.07 |[8542560| 4742 98,633.60
4 46.35 | 96,408.00 | 42.07 [ 87,505.60] 48.64 101,171.20
5 4754 | 98,883.20 | 4314 [89,731.20] 49.75 103,480.00
6 48.72 [101,337.60] 4419 [9191520] 51.04 106,163.20
7 49.93 [103,8564.40] 4526 |[94,14080] 5227 108,721.60
8 51.16 1106,412.80| 46.35 | 96,408.00] 53.55 111,384.00
9 5245 1109,096.00| 47.54 |98,883.20] 54.90 114,192.00
10 55.09 | 114,687.20| 49.93 |103,854.40] 57.66 119,932.80
Adv Post Step $2.67/hr $2.43/hr $2.79/hr
11 45.81 9528480 | 4158 |86,486.40| 47.94 99,715.20
12 46.86 | 97,468.80 | 42.50 [ 88,400.00] 49.07 102,065.60
13 4793 | 99,694.40 | 43.50 |[90,480.00] 50.21 104,436.80
14 49.02 [101,961.60] 4450 [92,560.00] 51.43 106,974.40
15 50.21 |104,436.80| 4557 |94,785.60] 52.54 109,283.20
16 51.39 1106,891.20| 46.62 |96,969.60] 53.83 111,966.40
17 52.60 |109,408.00|] 47.69 |99,195.20] 55.06 114,524.80
18 53.83 |111,966.40| 48.78 |101,462.40] 56.34 117,187.20
19 55.12 | 114,649.60| 49.97 |103,937.60] 57.69 119,995.20
20 57.76 1 120,140.80| 52.36 |108,908.80] 60.45 125,736.00
Supv Post Step $4.05/hr $3.69/hr $4.23/hr

21 4719 | 98,155.20 | 42.84 [ 89,107.20| 49.38 102,710.40
22 48.24 100,339.20] 43.76 [91,020.80] 50.51 105,060.80
23 49.31 [102,564.80] 44.76 |[93,100.80] 51.65 107,432.00
24 50.40 |104,832.00] 45.76 |95,180.80] 52.87 109,969.60
25 5159 1107,307.20| 46.83 | 97,406.40] 53.98 112,278.40
26 52.77 1109,761.60| 47.88 |99,590.40] 55.27 114,961.60
27 53.98 |112,278.40| 48.95 |101,816.00] 56.50 117,520.00
28 56.21 | 114,836.80| 50.04 |104,083.20] 57.78 120,182.40
29 56.50 |117,520.00|] 51.23 |106,558.40] 59.13 122,990.40
30 59.14 [123,011.20| 53.62 [111,529.60] 061.89 128,731.20
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APPENDIX - C
Authorized Employee Representative Leave Bank

The County will provide a leave bank to enable SEBA Executive Officers, SEBA Board of Directors or their
alternates (if the Director is unavailable) to attend the annual SEBA conference. The leave bank will also be
made available for up to ten (10) Safety Management & Supervisory Unit employees who may use up to
sixteen (16) hours on days the employee is otherwise scheduled to work, with prior approval from the
appointing authority, for a maximum of 160 hours of County paid release time per calendar year to attend the
SEBA annual conference. It is expressly understood that the County shall not be obligated or responsible for
any of the expenses or costs of member attendance at such training or conferences. The release time for
leave taken under this section shall not be counted as hours worked for purposes of calculating overtime.

Members who wish to utilize association leave shall notify their immediate supervisor as far in advance as
possible prior to the date they wish to use such leave. The work schedules of members who use association
leave shall not be adjusted to provide paid release time that would otherwise be off duty time. The use of
association leave shall not unduly interfere with operations of County departments nor shall the County
unreasonably deny any request for use of association leave. SEBA shall maintain records of the amount of
association leave used by its members. These amounts shall be kept current by SEBA and shall be provided
to the County upon request.
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APPENDIX - D
REGARDING

4/10 Schedules

Safety Unit and Safety Management and Supervisory Unit

The Sheriff’s Department will, or recently has, implemented 4/10 schedules for some stations/divisions. The
Sheriff or designee has the sole authority to determine for which stations/divisions the 4/10 schedule will be
implemented. The Sheriff’s Department is committed to making the 4/10-shift schedule work. Because of its
unknown impact upon overtime costs, scheduling and other operational and morale issues, it is necessary to
designate procedures and conditions for the continuation of the 4/10-shift schedule. These procedures apply
on a station-by-station basis.

For the first six months of implementation of a 4/10-shift schedule at a station, the impact of the 4/10-shift
schedule will be evaluated monthly by the involved commanders and deputy chiefs. This evaluation may
include, but not be limited to, the impact on employee morale and satisfaction with the program, overtime
costs, leave usage, impact on operations and minimum staffing requirements, and administrative costs.
Nothing in this agreement precludes the partial utilization of the 4/10-shift schedule when it is not feasible to
offer it to all employees of the same class at a particular station or division.

The Sheriff has the authority to retain the 4/10-shift schedule or return to the 8-hour schedule in place prior to
this agreement.

During the first six months of this implementation of a 4/10-shift schedule at a station, the following
procedures will be in place for discontinuing the 4/10 shift schedule:

If practical, the Sheriff will give employees one (1) pay period notice prior to returning
to the 8 hour schedule. The Sheriff may return to the former schedule with less than one
(1) pay period notice if circumstances dictate (i.e. inability to meet critical staffing levels,
increases in costs). There will be no meet and confer obligation with SBCSEA.

After the first six months of the implementation of a 4/10 shift schedule at a station, the following procedures
will be in effect for discontinuing the 4/10-shift:

The Sheriff will provide as much notice to employees as practical but no less than two
(2) pay periods. SBCSEA representatives will have the ability to meet and discuss with
the Sheriff or designee the impact of returning to the former 8-hour shift schedule. Such
discussions will be reasonable in order to resolve the relevant issues related to the
impact of the change. The discussions will not extend over a long period of time to the
point that they will impede timely implementation of the 8-hour shift schedule, and
changes are not subject to mediation or arbitration procedures.

Safety Management and Supervisory — Page 57



APPENDIX - E
REGARDING
12-HOUR SHIFTS IN CORRECTIONS
OUTLYING STATIONS

PURPOSE

The purpose of this agreement is to describe the conditions of the 12-hours shift schedule in Corrections for
correctional facilities in outlying stations, including Barstow, Big Bear, Colorado River, Morongo Basin and
Victor Valley. The 12-hour shift will apply to positions designated by the Sheriff or designee. The Sheriff or
designee has the final and binding authority to designate affected positions, and to assign employees to such
positions.

PAY PERIOD/SCHEDULING

Employees assigned to the 12-hour shift schedule in correctional facilities for outlying stations will be
regularly scheduled to work 80 hours in a pay period, comprised of six 12-hour shifts and one 8-hour shift
during the pay period. Scheduling will be accomplished in accordance with current provisions in the Safety
MOU, Safety Management MOU, Sheriff’s Department Manual, and the San Bernardino County Personnel
Rules. The Sheriff’s Department reserves the right to schedule and assign staff as necessary to meet the needs
of the department.

Due to small number of employees assigned to staff each of these jail facilities, it is necessary to retain
maximum flexibility for scheduling. Due to staffing shortages, employees may be assigned 8-hour shifts
instead of 12-hour shifts with 48 hours notice. Such assignments will be temporary, and the employee will
be scheduled back on 12-hour shifts as soon as feasible.

EVALUATION OF THE 12-HOUR SHIFT SCHEDULE

The Sheriff’s Department is committed to making the 12-hour shift schedule work. Because of its unknown
impact upon overtime costs, scheduling and other operational and morale issues, it is necessary to designate
procedures and conditions for the continuation of the 12-hour shift schedule.

For the first year of operation, the impact of the 12-hour shift schedule will be evaluated monthly by the
involved commanders and deputy chiefs. This evaluation may include, but is not limited to, the impact of
employee morale and satisfaction with the program, overtime costs, leave usage, impact on operations and
minimum staffing standards, and administrative costs.

The Sheriff has the authority to retain the 12-hour shift schedule as described in this agreement, or return to
the 8-hour schedule in place prior to this agreement.

During the first year of the agreement, the following procedures will be in place for discontinuing the 12-hour
shift schedule:

If practical, the Sheriff will give employees and SBSCEA 2 months notice prior to returning to the 8-hour
schedule. The Sheriff may return to the former schedule with less than 2 months notice if circumstances
dictate (e.g. inability to meet critical staffing levels, increases in cost). There will be no meet and confer
obligation.

After the first year of the agreement, the following procedures will be in effect for discontinuing the schedule:

The Sheriff will provide as much notice to employees as practical, but no less than 2 months. SBSCEA
representatives will have the ability to meet and discuss with the Sheriff or designee the impact of returning to
the former 8-hour schedule. Such discussions will be reasonable in order to resolve relevant issues related to
the impact of the change. They will not extend over a long period of time to the point that they impede
timely implementation of the 8-hour schedule and the change is not subject to mediation or arbitration
procedures.
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APPENDIX - F

Office of the District Attorney 9/80 Schedule
Safety Unit and Safety Management Unit

The District Attorney’s Office will be implementing a 9/80 work schedule for the Bureau of Investigation.
The District Attorney or his designee has the sole authority to determine which units/offices will receive the
9/80 work schedule. Because of its unknown impact upon overtime costs, scheduling and other operational
and morale issues, it is necessary to designate procedures and conditions for the continuation of the 9/80
work schedule. These procedures may apply on an office-by-office or a unit-by-unit basis.

During the first six months of implementation of the 9/80 work schedule within the Bureau of Investigation,
the impact of the 9/80 work schedule will be evaluated monthly by the involved Supervising Investigators
and Assistant Chiefs. This evaluation may include, but not be limited to, the impact on employee morale,
satisfaction with the program, overtime costs, leave usage, impact on operations, minimum staffing
requirements and administrative costs. Nothing in this agreement precludes the partial utilization of the 9/80
work schedule when it is not feasible to offer it to all employees of the same class at a particular office or
within a particular unit.

The District Attorney or his designee has the authority to retain the 9/80 work schedule or return to the eight
hour work schedule that was in place prior to this agreement.

During the first six months of the implementation of the 9/80 work schedule at an office or within a unit, the
following procedures will be in place for discontinuing the 9/80 work schedule:

If practical, the District Attorney or his designee will give employees one (1) pay period notice prior
to returning to the eight-hour work schedule. The District Attorney or his designee may return to the
former schedule with less than one (1) pay period notice if circumstances dictate. These
circumstances may include the inability to meet critical staffing levels or increases in operational or
administrative costs. There will be no meet and confer obligation with SEBA.

After the first six months of the implementation of a 9/80 work schedule at an office or within a unit, the
following procedures will be in effect for discontinuing the 9/80 work schedule:

The District Attorney or his designee will provide as much notice to employees as practical, but no
less than two (2) pay periods prior to returning to the eight-hour work schedule. SEBA
representatives will have the ability to meet and discuss with the District Attorney or his designee the
impact of returning to the former eight-hour work schedule. Such discussions will be reasonable in
order to resolve the relevant issues related to the impact of the change in schedules. The discussions
will not extend over a long period of time or to the point that they will impede timely
implementation of the former eight-hour work schedule. These changes are not subject to mediation
or arbitration procedures.

All employees requesting to work the 9/80 schedule will be required to complete and sign a 9/80 work
schedule request form. This form allows an employee to request a schedule preference within the parameters
of the 9/80 work schedule. The employees will also be asked to complete and sign the 9/80 work schedule
agreement form which lists conditions related to the 9/80 work schedule. Lastly, the employee will receive a
form in response to their request to work the 9/80 work schedule. This form will either approve or deny their
request. Samples of these forms are attached to this side letter agreement and incorporated by reference.
Copies of these forms will be provided to the employee and placed in each employee’s personnel file after
the employee has signed and completed them.
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APPENDIX - G

Office of the District Attorney 4/10 Schedule
Safety Unit and Safety Management Unit

The District Attorney’s Office will be implementing a 4/10 work schedule for the Bureau of Investigation.
The District Attorney or his designee has the sole authority to determine which units/offices will receive the
4/10 work schedule. Because of its unknown impact upon overtime costs, scheduling and other operational
and morale issues, it is necessary to designate procedures and conditions for the continuation of the 4/10
work schedule. These procedures may apply on an office-by-office or a unit-by-unit basis.

During the first six months of implementation of the 4/10 work schedule within the Bureau of Investigation,
the impact of the 4/10 work schedule will be evaluated monthly by the involved Supervising Investigators
and Assistant Chiefs. This evaluation may include, but not be limited to, the impact on employee morale,
satisfaction with the program, overtime costs, leave usage, impact on operations, minimum staffing
requirements and administrative costs. Nothing in this agreement precludes the partial utilization of the 4/10
work schedule when it is not feasible to offer it to all employees of the same class at a particular office or
within a particular unit.

The District Attorney or his designee has the authority to retain the 4/10 work schedule or return to the 9/80
or eight-hour work schedules that were in place prior to this agreement.

During the first six months of the implementation of the 4/10 work schedule at an office or within a unit, the
following procedures will be in place for discontinuing the 4/10 work schedule:

If practical, the District Attorney or his designee will give employees one (1) pay period notice prior
to returning to the 9/80 or eight-hour work schedule. The District Attorney or his designee may
return to the former schedule with less than one (1) pay period notice if circumstances dictate. These
circumstances may include the inability to meet critical staffing levels or increases in operational or
administrative costs. There will be no meet and confer obligation with SEBA.

After the first six months of the implementation of a 4/10 work schedule at an office or within a unit, the
following procedures will be in effect for discontinuing the 4/10 work schedule:

The District Attorney or his designee will provide as much notice to employees as practical, but no
less than two (2) pay periods prior to returning to the 9/80 or eight-hour work schedule. SEBA
representatives will have the ability to meet and discuss with the District Attorney or his designee the
impact of returning to the former 9/80 or eight-hour work schedule. Such discussions will be
reasonable in order to resolve the relevant issues related to the impact of the change in schedules.
The discussions will not extend over a long period of time or to the point that they will impede
timely implementation of the former 9/80 or eight-hour work schedule. These changes are not
subject to mediation or arbitration procedures.

All employees requesting to work the 4/10 schedule will be required to complete and sign a 4/10 work
schedule request form. This form allows an employee to request a schedule preference within the parameters
of the 4/10 work schedule. The employees will also be asked to complete and sign the 4/10 work schedule
agreement form which lists conditions related to the 4/10 work schedule. Lastly, the employee will receive a
form in response to their request to work the 4/10 work schedule. This form will either approve or deny their
request. Samples of these forms are attached to this side letter agreement and incorporated by reference.
Copies of these forms will be provided to the employee and placed in each employee’s personnel file after
the employee has signed and completed them.
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