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2025 - 2028 
 

MEMORANDUM OF UNDERSTANDING 
 

CITY OF SANTA CRUZ AND FIRE MANAGEMENT ASSOCIATION  
OF THE CITY OF SANTA CRUZ 

 

 
 

SECTION 1.00 – TERM 
 

The term of this Memorandum of Understanding shall commence the pay period beginning 
October 11, 2025, and shall expire the pay period ending June 30, 2028.  
 

SECTION 2.00 – PREAMBLE 
 

This Memorandum of Understanding is entered into by the City of Santa Cruz (hereinafter referred 
to as the City) and the Fire Management Association of the City of Santa Cruz (hereinafter referred 
to as the Association).  Employee defined for the purpose of this Memorandum of Understanding 
shall mean a regular employee assigned to the classification of Fire Battalion Chief, and Fire 
Division Chief,.  This Memorandum of Understanding is subject to Sections 3500-3510 of the 
Government Code of the State of California, the City of Santa Cruz Municipal Code and the 
Personnel Rules and Regulations for the City of Santa Cruz. 
 

SECTION 3.00 – NO ABROGATION OF RIGHTS 

 

The parties acknowledge that City responsibilities and rights as indicated in current Article 1, 
Section 1, (Appendix A) of the City Personnel Rules and Regulations and all applicable State or 
Municipal laws are neither abrogated nor made subject to the meet and confer process by adoption 
of this Memorandum of Understanding. 
 

It is agreed that except as specifically delegated, granted, or modified by this Memorandum of 
Understanding, all of the rights, power and authority the City had prior to the signing of this 
Memorandum of Understanding, are retained by the City and remain the exclusive right of the 
City without limitation.  Furthermore, these retained rights are not subject to any grievance or 
impasse procedure. 
 

SECTION 4.00 – EMPLOYEE RIGHTS 

 

The Association and the City acknowledge that although the Association is the recognized 
bargaining representative, the rights of employees under this Memorandum of Understanding, 
State law, City Personnel Rules and Regulations and the City Charter are neither abrogated nor 
diminished by the adoption of this Memorandum of Understanding. 
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SECTION 5.00 – RECOGNITION 
 

Pursuant to the Meyer-Milias-Brown Act and the City’s Personnel Rules and Regulations, the City 
has certified the Association as the recognized employee organization of the representation unit 
consisting of all full-time Fire Battalion Chiefs, and Fire Division Chiefs.  This unit shall be titled 
the Fire Management Association Unit. 

 
5.01  PAYROLL DEDUCTIONS  

 

The City shall deduct Association membership dues and any other mutually agreed-upon, 
payroll deductions, to the extent permitted by law, from the monthly pay of each member 
employee. The Association will provide the City with information regarding the amount 
of dues deductions and the list of Association member employees who have affirmatively 
consented to or authorized dues deductions.  
 

The City shall remit the deducted dues and any other mutually agreed payroll deduction, 
to the extent permitted by law, to the Association as soon as possible after the deduction. 
 

The City agrees to direct each member employee to the Association with regard to any 
questions or concerns related to membership dues or any other mutually agreed payroll 
deduction, to the extent permitted by law.   
 

The Association is responsible for providing the City with timely information regarding 
changes to member employees’ dues and any other lawful Association-related payroll 
deduction.  
 

5.02  ASSOCIATION’S CERTIFICATION 
 

The City shall make payroll deductions in reliance on the Association’s certification 
certifying that the Association has and will maintain an authorization, signed by each 
member employee who affirmatively consents to pay Association membership dues. 
Similarly, The City shall only cancel or modify any membership dues or any other 
mutually agreed payroll deduction, to the extent permitted by law, for any member 
employees in reliance on the information provided by the Association.  
 
The City shall not request the Association to provide a copy of any member employees’ 
authorization unless a dispute arises about the existence or terms of the authorization.  
 

5.03  INDEMNIFICATION 
 
The Association shall indemnify, defend, protect and hold harmless the City and its 
elected and appointed officials, officers, employees, officers and agents (collectively 
hereafter the “Indemnitees”) from and against any and all claims, liabilities, losses, 
damages, fines, penalties, claims, demands, suits, actions, causes of action, judgments, 
costs and expenses (including, but not limited to, reasonable attorneys’ fees and court 
costs) arising from the application of any provisions under Sections 5.01 and 5.02, 
including, but not limited to, any claims made by any member employees for the 
membership dues deductions the City made in reliance on the Association’s certification, 
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and any claims made by any member employees for any deduction cancellation or 
modification the City made in reliance on the information provided by the Association. 
 
In the event any such action or proceeding is brought against the City by reason of any 
such claim, the Association, upon notice from the City, covenants to defend such action 
or proceeding by counsel reasonably satisfactory to the City.  Further, the Association 
agrees to indemnify and hold harmless the Indemnitees for any loss or damage arising 
from the Association’s actions or inactions under Sections 5.01 and 5.02. 

 

SECTION 6.00 – JOB ACTIONS 

 

The Association recognizes the Santa Cruz Municipal Code and agrees not to permit, authorize 
or in any other manner allow its members or those supervised to strike, slowdown, sick-in or 
engage in any work stoppage or other legal or illegal work or job action. 

 

SECTION 7.00 – NO DISCRIMINATION/RESPECTFUL WORKPLACE 
CONDUCT 

 

The City and the Association agree to adhere to the City Council policies pertaining to equal 
employment opportunity, and the prevention of discrimination, harassment, and disrespectful 
workplace conduct as listed in Exhibits A, B, and C as well as applicable federal and state 
discrimination laws. 

 

SECTION 8.00 – SAFETY 

 

The City intends to meet its obligation under the California Occupational Safety and Health Act 
and shall adopt and use safeguards, devices and practices reasonably adequate to render such 
employment safe. 

 

The Association will cooperate with the City by requiring employees under its control to work 
safely and, further, the Association recognizes its obligation as management to support the City’s 
effort to prevent injuries. 

 

SECTION 9.00 – NOTIFICATION TO ASSOCIATION 

 

Except in cases of bona fide emergency, the Association shall be given seven workday’s advance 
written notification of any ordinance, rule, resolution or regulation directly relating to matters 
within the scope of representation proposed to be adopted by the City Council or City 
Administration and shall be given the opportunity to meet with the City representative prior to its 
adoption. 

 

SECTION 10.00 – WORK SCHEDULE 
 

Work schedules utilized in the Fire Management Unit are as follows: 
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A. Employees assigned to a 56-hour/week schedule shall typically work hours 
corresponding to the Fire Operations shift schedule. Employees working shifts 
shall not be released from duty until they are relieved by the next shift supervisor, 
unless otherwise directed by the Fire Chief or their representative. 

 

B. The work week for employees assigned to a 40-hour/week schedule shall typically 
consist of four or five consecutive days totaling 40 hours. 

 

The Fire Chief shall assign starting and quitting times to these employees to meet 
operational needs.  Affected employees will be notified five (5) working days in 
advance of changes in work schedules.  This shall not preclude the City from 
effecting schedule changes due to operational needs, overtime or emergency work. 

 

40-hour employees may request to work a 9/80 or 4/10 schedule. 
 

10.01 BACK-UP DUTY CHIEF ASSIGNMENT 
 

Back-up Duty Chief assignments will be made in accordance with the Santa Cruz 
Fire Department Police and Procedure Manual Article 6-3 (Back-Up Duty Chief 
Assignment). 
Back-up Duty Chief assignments will be covered with no stipend or other additional 
compensation for coverage unless activated as emergency call-back. 
 

SECTION 11.00 – PERSONNEL ACTION 
 

11.01 PERFORMANCE EVALUATIONS 
 

It is compulsory that all regular employees receive an annual written performance 
evaluation from their supervisor.  All employees serving their twelve (12)-month 
probationary period will be evaluated at six (6) months and then annually on their 
merit review date. 
 

Evaluations are intended to be a summary of the employee’s performance over the 
course of the evaluation period.  Evaluations are also to be used as a tool to motivate 
the employee to work at their highest capacity and to communicate and document 
the employee’s level of performance.  To this end, the supervisor and the employee 
will meet and discuss work responsibilities, job standards and objectives, review 
progress and plan for the employee’s future development prior to the evaluation 
being placed in the employee’s personnel file. Disputes regarding performance 
reviews shall be resolved by the Fire Chief and disputes shall not be subject to the 
grievance process. 

 

11.02 PROBATION 
 

11.02.01  Probationary Period 
 

All original, promotional and re-hire appointments shall be subject to a 
probationary period of twelve (12) months from date of hire or promotion. Any 
time spent by an employee on unpaid status shall not be counted as qualifying 
service toward completion of the probationary period. 
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11.02.02  Objective of Probationary Period 
 

The probationary period shall be regarded as part of the selection process and shall 
be utilized for training the new employee on work assignments and standards, and 
observing and evaluating the employee’s performance. 
 

11.02.03  Rejection of Probationary Employee 
 

During the probation period, an employee may be rejected at any time by the 
appointing authority without the right of appeal.  Notification of rejection shall 
be served to the probationary employee in writing.   Any promoted employee 
who is rejected during the probationary period shall be reinstated to the position 
from which promotion occurred; unless the rejection is due to discharge in which 
case no reinstatement shall occur. 
 

11.02.04  Extension of Probation 
 

All efforts will be made to sufficiently evaluate the probationary employee during 
the assigned period.  An extension of the probationary period may, however, be 
recommended by the appointing authority when good cause exists.  Such 
extensions shall be for a specific period of time not to exceed three (3) months. 

 

SECTION 12.00 – PAY RATES AND PRACTICES 
 

12.01 SALARY STEPS 
 

Each classification in the unit shall be assigned a salary range that increases by 
six percent (6%) between steps. 

 
12.01.01  Salary Rates Upon Appointment 

 

New employees shall be hired at the first step of the classification’s salary range 
unless a higher starting step is recommended by the Fire Chief based on the 
employee’s advanced qualifications for the position and such recommendation is 
approved by the Chief People Officer (Director of Human Resources) and City 
Manager. 
 
Promoted employees shall receive a minimum six percent (6%) increase. If such 
increase does not result in them being placed at least at the first step of the new 
classification’s salary range, they will be placed at the first step of the new 
classification’s salary range. If such increase results in them being placed within 
the salary range of the new classification but between existing steps, they will be 
placed at the next higher step in the new range. 

 
12.01.02  Advancement within the Range 
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A. Advancement within a classification’s salary range shall normally 
be granted on the employee’s scheduled merit review date.  Such 
advancements shall be based solely on meritorious job performance 
as documented by a satisfactory performance evaluation and 
successful completion of department required training standards. 

 
B. Employees are eligible for their first merit increase at the end of the 

first six (6) months of their twelve (12) month probation.  After 
successful completion of the full probation, the employee shall be 
eligible for subsequent merit increases after each full year on paid 
status from the last merit review date, continuing until the top of the 
salary range is attained. 

 
C. Merit increases shall normally be from one pay step to the next 

higher pay step.  Increases of greater than one (1) step may, 
however, be recommended by the Fire Chief when exceptional 
performance has been demonstrated by the employee. Such step 
increases must be approved by the Chief People Officer (Human 
Resources Director). 

 
D. A merit increase may be denied by the Fire Chief when an 

employee’s job performance falls below the acceptable work 
standards for the duties assigned.  The Fire Chief may, in such a 
case, recommend that the employee’s work performance be 
reviewed again at a specific time before the next review date.  If a 
merit increase is granted at that time, the employee’s original 
review date shall not change and they shall be eligible for the next 
merit increase after one (1) year on a paid status from the original 
review date. 

 

E. An employee’s scheduled merit review date shall be adjusted for 
any time spent by the employee on unpaid status. 

 

F. Upon receipt of a satisfactory annual evaluation, the effective date 
for a merit increase shall be the first day of the pay period which 
includes the employee’s merit review date. 

 

12.02 WORKING OUT OF CLASSIFICATION 
 

The term “working out of classification” is defined as a management authorized, 
full-time assignment on a temporary basis of an employee in a lower classification 
to a budgeted higher classification.  Assignments will only be made to qualified 
employees assuming a significant number of duties of the higher classified 
position.  Pay for “working out of classification” shall be as follows: 

 

A. Employees appointed to fill vacant positions will receive acting 
pay beginning the first day of the assignment. 
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B. Employees appointed to a position for vacation, sick leave or 
leave of absence coverage will receive acting pay beginning on the 
first work day of the appointment. 

 

C. Acting pay will not be less than 5%. 
 

In accordance with the Public Employees’ Pension Reform Act (PEPRA), 
working out of classification pay is not pensionable compensation for employees 
who are “New Members” of CalPERS, as defined by California Government 
Code Section 7522.04(f). 

 

12.03 SALARY 
 

Effective the pay period that begins on October 11, 2025, or the pay period when 
Council approves the successor MOU in open session, whichever is later, the 
salary for all bargaining unit members shall be increased by an additional two and 
one-quarter percent (2.25%). 
 

Effective the pay period that begins on  July  4, 2026, the salary for all bargaining 
unit members shall be be increased by an additional two and one-quarter percent 
(2.25%). 
 

 
Effective the pay period that begins on July 3, 2027, the salary for all bargaining 
unit members shall be increased by an additional two and one-quarter percent 
(2.25%). 

 

12.04 CALPERS 
 

12.04.01  Employees Hired on or Before September 2, 2011 (Tier I) 
 

This section 12.04.01 shall apply to employees hired on or before September 2, 
2011, who are contributing members of CalPERS. 

 
 

A. Final Compensation Based on the Single Highest Year 
For purposes of determining a retirement benefit, final 
compensation for employees covered by this section 12.04.01 
shall be based on the single highest year, defined by CalPERS as 
any consecutive one-year period with the highest average pay rate 
and special compensation. 

 
B. 3.0% @ 50 Pension Formula 

The 3.0% @ 50 pension formula shall be available to all 
employees covered by this section 12.04.01 who are contributing 
members of CalPERS.  Additionally, the City provides the Pre-
Retirement Optional Settlement 2W Death Benefit to employees 
covered by this section 12.04.01. 

 
C. Required Employee Contribution 
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Members covered by this section 12.04.01 will contribute the 
employee contribution amount established by CalPERS for the 
3.0% @ 50 pension formula.  The required contribution amount 
was 9.0% as of the date of this MOU. 

 
D. Additional Required Employee Contribution 

In addition to the required employee contribution, starting with the 
pay period beginning August 15, 2015, members covered by this 
section 12.04.01 will contribute an additional 2.0% (total 
11.00%). 

 
Effective January 1, 2018, employees will contribute an additional 
1% towards PERS for a total of 12%. (Total amount as of the date 
of the signing of this MOU) 

 
12.04.02  Employees Hired On or After September 3, 2011 (Tier II) 

 

This section 12.04.02 shall apply to employees hired on or after September 3, 
2011, and prior to January 1, 2013 who are contributing members of CalPERS. 

 

A. Final Compensation Based on Three Year Average 
For purposes of determining a retirement benefit, final 
compensation for employees covered by this section 12.04.02 
shall be based on the employee’s highest three year average, 
defined by CalPERS as any consecutive three-year period with the 
highest average pay rate and special compensation. 

 
B. 3.0% @ 55 Pension Formula 

The 3.0% @ 55 pension formula shall be available to all 
employees covered by this section 12.04.02 who are contributing 
members of CalPERS.  Additionally, the City provides the Pre-
Retirement Optional Settlement 2W Death Benefit to employees 
covered by this section 12.04.02. 
 

C. Required Employee Contribution 
Members covered by this section 12.04.02 will contribute the 
employee contribution amount established by CalPERS for the 
3.0% @ 55 pension formula.  The required contribution amount 
was 9.0% as of the date of this MOU. 

 
D. Additional Required Employee Contribution 

In addition to the required employee contribution, starting with the 
pay period beginning August 15, 2015 members covered by this 
section 12.04.02 will contribute an additional 2.0% (total 
11.00%). 
 
Effective January 1, 2018, employees will contribute an additional 
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1% towards PERS for a total of 12%. 
 

12.04.03  Employees Hired On or After January 1, 2013 (Tier III) 
 

This section 12.04.03 shall apply to employees hired on or after January 1, 2013 
who are contributing members of CalPERS. 

 

A. Final Compensation Based on Three Year Average 
For purposes of determining a retirement benefit, final 
compensation for employees covered by this section 12.04.03 
shall be based on the employee’s highest three year average 
defined by CalPERS as any consecutive three-year period with the 
highest average pay rate and special compensation. 

 
B. 2.7% @ 57 Pension Formula 

The 2.7% @ 57 pension formula shall be available to all 
employees covered by this section 12.04.03 who are contributing 
new members of CalPERS.  Additionally, the City provides the 
Pre-Retirement Optional Settlement 2W Death Benefit to 
employees covered by this section 12.04.03. 
 
Employees covered by this section 12.04.03 who are classic 
members as defined by CalPERS may be eligible for a different 
pension formula. 

 

C. Required Employee Contribution 
Members covered by this section 12.04.03 will contribute the 
employee contribution amount established by CalPERS for their 
pension formula.  The required contribution amount for the 2.7% 
@ 57 was 12.25% as of the date of this MOU. 

 

D. Additional Required Employee Contribution 
In addition to the required employee contribution, starting with the 
pay period beginning August 15, 2015 members covered by this 
section 12.04.03 will contribute an additional 2.0% (total 14.25% 
as of the date of the signing of this MOU). 
Effective January 1, 2018, employees will contribute an additional 
1% towards PERS for a total of 15.25%. 

 

12.04.04  Retirement, All Employees 
 

The City will maintain the IRS 414(h)(2) provision allowing employees to defer 
State and Federal income taxes on their CalPERS contributions. 
 

The City’s contract with CalPERS includes the service credit for unused sick 
leave (Section 20965). 

 

12.05 OPERATIONAL COMPENSATION/EMERGENCY CALLBACK 
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Operational Compensation – Battalion Chief’s Absence 
Effective the pay period that begins July 4, 2026, if a Battalion Chief’s absence 
creates or contributes to overtime as a result of minimum staffing requirements, 
a Battalion Chief may be offered to work the absence or vacancy and be paid at 
one and one-half (1 ½) times the employee’s current base rate of pay for actual 
hours worked outside the employee’s regular schedule. Battalion Chiefs and 
Division Chiefs may choose, in lieu of operational compensation payment, to 
have operational compensation hours worked converted to a compensatory time 
bank at the rate of one and one-half (1 ½) times the actual hours worked outside 
the employee’s regular schedule. This provision is administered in accordance 
with Policy and Procedures Manual Article 5-26. 

 

Emergency Call Back 
In addition, Battalion Chiefs or Division Chiefs required to return to work for 
emergency call duty as determined by the Fire Chief, will be paid time and one-
half of the employee’s current base rate of pay for actual hours worked outside 
the employee’s regular schedule. Battalion Chiefs and Division Chiefs may 
choose, in lieu of operational compensation payment, to have operational 
compensation hours worked converted to a compensatory time bank at an equal 
rate of time and one-half pay. 
 

Declared Emergencies 
Battalion Chiefs and Division Chiefs will also be paid time and one-half of their 
current base rate of pay for actual hours worked outside the employee’s regular 
schedule. if assigned to work for declared disaster team or to provide coverage 
for Battalion Chiefs required to perform such duty. Payment of time and one-half 
will be for those incidents which the City receives reimbursement from OES, 
FEMA, or other appropriate State or Federal agencies Battalion Chiefs and 
Division Chiefs may choose, in lieu of operational compensation payment, to 
have operational compensation hours worked converted to a compensatory time 
bank at an equal rate of time and one-half. 
 
Battalion Chiefs and Division Chiefs are designated as FLSA exempt and this 
compensation will not be considered PERS income, as it is considered additional 
duties. 
 
Employees compensatory time bank shall not exceed 120 hours. The use of 
compensatory time off shall be in accordance with Fire department policy 4-13 
Vacation Selection Process For Shift Personnel. Employees must receive 
payment for all accrued and unused compensatory time at the time of employment 
separation or at the end of each calendar year.  
 
 

12.06 LONGEVITY 
 

Upon completion of ten (10) years of continuous regular service employees shall 
receive a 2½% longevity pay increase. 
 

Upon completion of fifteen (15) years of continuous regular service employees shall 
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receive an additional 2% longevity pay increase. 
 
Upon completion of seventeen (17) years of continuous regular service employees 
shall receive an additional 2% longevity pay increase. 
 

Upon completion of twenty (20) years of continuous regular service employees 
shall receive an additional 2% longevity pay increase.    
 

Upon completion of twenty-two (22) years of continuous regular service 
employees shall receive an additional 2% longevity pay increase. 
 

Upon completion of twenty-five (25) years of continuous regular service, 
employees shall receive an additional 2% longevity pay increase. 
 
 

12.07 ON-CALL FIRE INVESTIGATOR 
 

On-call Fire Investigator assignments will be made in accordance with Santa 
Cruz Fire Department Policy and Procedure Manual Article 2, #B2-4 (On-Call Fire 
Investigator Assignment). 
Compensation for on-call Fire Investigator assignments is as follows: 

 

A. For every weekday covered, a stipend equal to 1 ½ hours of “C” 
step Deputy Fire Marshal pay shall be provided. 

 
B. For every weekend day (24-hour period) covered, a stipend equal 

to 2 hours of “C” step Deputy Fire Marshal pay shall be provided. 
 

C. For every City designated 8-hour holiday (24-hour period) covered, 
a stipend equal to 4 hours of “C” step Deputy Fire Marshal pay shall 
be provided and 4 additional hours will be credited to the 
employee’s holiday bank. 

 
D. For every City designated 4-hour holiday (19-hour period) covered, 

a stipend equal to 2 hours of “C” step Deputy Fire Marshal pay shall 
be provided and 2 additional hours will be credited to the 
employee’s holiday bank. 

 
E. When an on-call Fire Investigator   is dispatched or activated, 

the pay rate will revert to 1 ½ the employee’s base pay rate as 
“emergency call back”. 

 

12.08 EDUCATIONAL INCENTIVE 
 

Employees will be eligible for the following educational incentives (the 
maximum incentive available is four percent (4%): 

 

A. AA/AS degree or 60 units and actively pursuing job related 
college work and/or bachelors, or AA/AS degree program – two 
percent (2%) of base salary. 
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B. BA/BS or Masters degree or State Chief Officer or Fire Marshal 

certification – four percent (4%) of base salary. 
 
12.09 EMERGENCY MEDICAL TECHNICIAN (EMT) INCENTIVE 
 

Each employee who is certified in the County of Santa Cruz as an Emergency 
Medical Technician-D shall be compensated an additional two percent (2%) of 
the employee’s base salary. 

 

12.10 HAZARDOUS MATERIALS (HAZ-MAT) TECHNICIAN INCENTIVE 
 

Employees designated as Haz-Mat technicians in accordance with departmental 
policies and procedures will receive an incentive equal to two percent (2%) of the 
employee’s base salary. 
 

12.11 SPECIAL EVENT COMPENSATION 
 

A special event assignment is defined as an assignment for which the City is 
reimbursed by a event’s sponsor, through the Finance Department, for fire 
services.   If a unit employee staffs a special event that results in hours being 
worked in addition to the employee’s 40-hour work week, the employee will be 
paid at time and one-half pay for hours worked while performing such duty.  
Payment of time and one-half special event pay will only be for those special 
events which are so designated by the Fire Chief and not co-sponsored by the 
City.  Because unit employees are designated as FLSA exempt, this compensation 
will not be considered PERS income, as it is considered compensation for 
additional duties. 
 

12.12 BILINGUAL PAY 
 

Effective October 1, 2022, the City shall provide payment of two percent (2.0%) 
of base salary when the City certifies an employee as qualified and the position 
requires the use of bilingual language skills. 
 

 

SECTION 13.00 – HOLIDAYS 
 

13.01 56-HOUR PER WEEK EMPLOYEES  
 

Employees shall accrue holiday pay up to a maximum of  two hundred and eighty-
eight (288) hours per fiscal year, at a rate of 11.08 hours per pay period.  

 

Pursuant to City directives, employees may use accrued holiday leave. 
Alternately, holidays may be paid at a straight time rate. If paid, a separate check 
shall be issued for 96 hours (less any hours used to date in the fiscal year) on the 
first pay date in December and again for the remaining balance of hours on the 
second pay date in June. 
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Upon separation, employees shall receive the value of their unused accrued 
holiday leave.  Accumulation of holidays shall not exceed 288 hours. 
 

13.02 40-HOUR PER WEEK EMPLOYEES 
 

Employees shall accrue holiday pay up to a maximum of  ninety-six (96) hours 
per fiscal year, at a rate of 3.69 hours per pay period.   

 

Pursuant to City directives, employees may use accrued holiday leave. 
Alternately, all unused holidays may be paid at a straight time rate on the second 
pay date in June. 
 

Upon separation, employees shall receive the value of their unused accrued 
holiday leave.  Accumulation of holidays shall not exceed 96 hours. 
 

In addition to the above holidays, 40-hour per week employees shall accrue up to 
twenty-four (24) hours of floating holidays per fiscal year.  Floating Holiday accrual 
shall be on a monthly basis.  Full-time employees shall accrue floating holiday at 
the rate of two (2) hours per month.  Part-time employees shall accrue floating 
holiday on a pro-rated basis, given the ratio of their budgeted work schedule to full 
time (e.g., all employees working in a 20 hour/week position shall receive one (1) 
hour of floating holiday each month). 

 

Floating Holidays may only be taken with prior approval. 
 

Accumulation of Floating Holidays shall not exceed twenty-four (24) hours.  Upon 
separation, the employees shall receive their unused accrued Floating Holiday. 

 

SECTION 14.00 – SICK LEAVE 

 

14.01 DEFINITION 
 

The purpose of this section is to provide paid leave time to be used by employees 
in the event of a non-work related illness, injury, preventative healthcare, care of 
an existing health condition, as victims of domestic violence, sexual assault or 
stalking, or the medical necessity of others as specified below.  Sick leave shall 
not be construed to be a privilege which an employee may use at their discretion 
but shall be allowed only in case of necessity herein set forth. 

 
14.02 ACCRUAL 
 

14.02.01 24-Hour Shift Personnel 
 

All 24-hour shift personnel shall accrue sick leave at the rate of 16 hours for each 
full month of continuous regular service in which the employee has worked or has 
been in authorized leave of absence with pay. 
 

14.02.02 40-Hours per Week Personnel 
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All 40-hour week shall accrue such leave at the rate of 8 hours for each full month 
of continuous regular service in which the employee has worked or has been in 
authorized leave of absence with pay. 

 
14.02.03 Eligibility 

 

Employees must be on paid status at least 50% of the working hours of a pay period 
to earn sick leave for that period. 

 
14.03 LIMITATIONS 
 

A. To receive compensation while absent on sick leave, the employee 
shall notify their immediate supervisor in the manner provided in the 
departmental rules and regulations. 

 
B. The Fire Chief may require an employee to submit verification of an illness 

or injury from a licensed medical practitioner prior to any use of sick leave 
being authorized. 
In cases of chronic absenteeism or medical work restrictions, the Chief 
People Officer (Director of Human Resources) may have an employee 
examined by a city selected physician.  The City shall pay the cost of any 
such medical exam. 

 
C. Up to 72 hours for 24-hour shift personnel and 48 hours for 40-hour week 

of accrued sick leave per fiscal year may be used when the employee's 
personal attendance is required to care for a family member who is ill or 
injured, or for preventive care, care of an existing health condition, or if they 
are a victim of domestic violence, sexual assault, or stalking. For the 
purposes of this provision, family is defined as a spouse, registered domestic 
partner, son, daughter, parent, sibling, step-parent, grandparent or 
grandchild or other close relation residing in the employee’s household.  
The seventy-two (72) or forty- eight (48) hour limitation may be extended 
by the City Manager with good cause. 

 
D. A 40-hours per week employee may be granted up to 8 hours per calendar 

year of personal business leave chargeable to sick leave.  The scheduling 
of such leave is subject to the approval of the Fire Chief. 

 
14.04 SICK LEAVE INCENTIVE PROGRAM 

 
 

14.04.01 40-Hour and 56-Hour Per Week Employees 
 

Earned sick leave hours may not be converted to cash and may be converted to 
CalPERS service credit upon retirement with the City of Santa Cruz.  

 
14.04.02 Vacation Conversion 
 



Page 15  
 

Employees with 15 or more years of regular service and a minimum sick leave 
balance of 150 hours for 56-hour/week schedules may elect to convert sick leave 
to vacation time according to the following table: 

 
Years of Service Maximum No. of Extra Vacation Hours 

15 - 19 24/year 
20 - 24 36/year 
25+ 48/year 

 
Department head approval is required prior to taking vacation, and converted hours 
are not allowed to accumulate from one calendar year to the next. 

 
14.04.03 Retirement Conversion 

 

In addition to selecting the CalPERS service credit option, employees retiring from 
the City with at least twenty (20) years of regular service may also elect to convert 
a maximum of 1,500 hours of their accrued sick leave (banked and unbanked) in 
100 hour increments to an additional 1% contribution by the City towards the 
cost of their retiree medical benefits as defined by Sections 18.04 (Retiree Medical 
Plan) and 18.05 (Retiree Medical Incentive) of this memorandum.  For example, 
the maximum conversion of 1,500 hours would equal a 15% increase in the City’s 
contribution towards a retiree medical plan for a maximum 90% contribution.  
All restrictions and requirements of Sections 18.04 (Retiree Medical Plan) and 
18.05 (Retiree Medical Incentive) apply to this sick leave incentive option 
including, but not limited to, eligibility and plan availability. 

 
Procedures clarifying the sick leave incentive program shall be prescribed by the 
Chief People Officer (Director of Human Resources) and/or City Manager and shall 
be subject to administrative directive. 

 

SECTION 15.00 – VACATION 
 

Vacation accrual will be on a monthly basis beginning at date of hire. Accumulated vacation time 
may not exceed twice the annual rate of accrual unless prior written authorization for a specified 
amount is received from the City Manager or Chief People Officer (Director of Human 
Resources). An employee must be on paid status at least 50% of the working hours of a pay period 
to earn vacation for that period. Upon proper authorization, a probationary employee may use 
accrued vacation leave. 
 
Vacation accrual shall be based on continuous regular service, as follows: 
 

15.01 40-HOUR PER WEEK SCHEDULES 
 

Up to 5 years 80 hours per year 
6 to 10 years (inclusive): 120 hours per year 
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11 or more years: 120 hours, plus eight (8) hours for each year of service
after ten (10) years to a maximum of 160 hours. 

 
15.02 56-HOUR PER WEEK SCHEDULES 
 

Up to 5 years 12 hours per month 
6 to 10 years 18 hours per month
11 or more years: 18 hours per month plus one hour per month for each

year of service after ten (10) years to a maximum of
twenty-four (24) hours per month. 

 

SECTION 16.00 – BEREAVEMENT LEAVE 
 

The purpose of this section is to provide paid leave for employees when they are bereaved at the 
death of a family member and this loss has had a temporary effect on the employee’s ability to 
continue daily work performance. 
 
In accordance with the California Family Rights Act (CFRA), employees who have been 
employed for at least thirty (30) days, are entitled to bereavement leave. Employees shall be 
granted up to five (5) working days (no necessarily consecutive days) of paid bereavement leave 
in a calendar year to attend to necessary obligations and commitments related to the death of a 
family member (i.e., the employee’s spouse, registered domestic partner, child, stepchild, parent, 
stepparent, sibling, grandparent, parent-in-law, or sibling-in-law). In accordance with the 
California Family Rights Act (CFRA), employees will also be granted up to five (5) working 
days (not necessarily consecutive days) of unpaid bereavement leave for any additional 
obligations or commitments related to the death of a family member. An employee may use 
vacation, sick leave, and/or compensatory time off in addition to the five (5) days of paid 
bereavement leave, subject to approval from the Fire Chief. Employees may elect to use 
available sick leave, vacation leave, or other types of paid leave in order to receive pay during 
unpaid bereavement leave.  
 

SECTION 17.00 – LEAVES OF ABSENCE 
 

17.01 PAID LEAVES OF ABSENCE 
 

17.01.01 Paid Birth/Adoptive Leave 
 

An employee is entitled to forty-eight (48) hours leave (56 hours schedule) or forty 
(40) hours leave (40 hour schedule) with pay at or about the time of the birth of the 
employee’s child or at the time of adopting a child.  The paid leave shall be 
within two (2) months of the birth or adoption.  This leave will be considered a part 
of the time allotted to family leave as authorized in Section 17.02.03 (Family 
Leave). 
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17.01.02 Military Duty 
 

An employee who is a member of the National Guard or any reserve component of 
the armed services of the U.S. shall be granted up to thirty (30) days per year of 
paid leave for any active duty scheduled during the employee’s regular work hours 
(or 10 shifts per year for 24-hour personnel).  The employee must give their 
supervisor forty-eight (48) hours advance notification of the need for such leave 
and must present a copy of the official notice for such duty.  All other military 
leaves shall be granted pursuant to relevant state and federal statutes. Employees 
who exhaust the paid leave benefits described above may take unpaid leave pursuant 
to Section 17.02.01 and are not required to use vacation or other similar leave. 

 
 
17.02 UNPAID LEAVES OF ABSENCE 
 

17.02.01 Medical or Personal Leave 
 

Leave of absence without pay may be granted to an employee in a case of extended 
illness or disability, personal emergency or other situation where such absence 
would not be contrary to the best interests of the City.  Approval of all such leaves 
of absence is at the sole discretion of management.  Such unpaid leave will only 
be granted after an employee has depleted all appropriate paid leaves. Employees 
on Military Leave pursuant to Section 17.01.02 are not subject to the 
leave depletion requirement. The department head may grant a leave of 
absence of up to thirty (30) consecutive calendar days; additional leave may only 
be granted by the City Manager and may not exceed a total of twelve months.  No 
vacation, holidays, sick leave, or any other paid benefit shall be accrued or earned 
during such leave.  All requests for unpaid leaves of absence must be made in 
writing and include specific begin and end dates for the leave.  Denials of unpaid 
leaves of absence shall be given in writing and contain the reason therefore. 

 
17.02.02 Pregnancy Disability Leave 

 

An employee may take a leave of absence up to four (4) months in length for the 
purpose of pregnancy disability leave.  The City may request a license medical 
practitioner’s opinion regarding any work restrictions that may exist prior to or after 
delivery. 

 
Requests for pregnancy disability leave must be made in writing to the Fire Chief 
at least thirty (30) days in advance of the anticipated starting date.  Such request 
must include specific begin and end dates for the leave.  Starting dates should be 
as accurate as possible barring any unforeseen medical issues related to the 
pregnancy or earlier or later birth than expected.  Any requests for extension of 
pregnancy disability leave must be made in writing to the Fire Chief at least ten 
(10) calendar days prior to the scheduled end of the existing leave. 
 
The employee may elect to use any appropriate paid leave either before or after an 
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approved pregnancy disability leave, within the use limitations of those leave 
provisions.  
 
Any additional post-partum leave may be approved by the City Manager or his 
designee after consideration of the nature of the request and the operational needs 
of the department. 
 

 
17.02.03 Family Leave 

 

In accordance with the Federal Family and Medical Leave Act and the California 
Family Rights Act, the City will grant job protected unpaid family and medical 
leave to eligible employees for up to twelve (12) weeks, (continuous or cumulative). 
Effective January 1, 2016, the City will begin using a “rolling” twelve (12) month 
period measured backward method to establish the 12-month period. Family 
leave may be taken for any one or more of the following reasons: 

 

A. The birth of a child and in order to care for such child or the 
placement of a child with the employee for adoption or foster care 
including the child of a domestic partner (leave for this reason must 
be taken within the twelve (12) month period following the child’s 
birth or placement with the employee). In any case in which both 
parents are employed by the City of Santa Cruz and are entitled to 
leave, the aggregate number of workweeks of leave to which both 
may be entitled is limited to twenty-four (24) workweeks during any 
twelve (12) month period if leave is taken for the birth or placement 
for adoption or foster care of the employees’ child or child of the 
employee’s domestic partner. 

 
B. In order to care for a spouse, domestic partner, child, parent, parent-

in-law, grandparent, grandchild or sibling of the employee who 
has a serious health condition. 

 
C. The employee’s own serious health condition that makes the 

employee unable to perform any one or more of the essential 
functions of their position. 

 
D. Military family leave, which includes: 

 

1. “Qualifying Exigency Leave” may be taken if the employee’s 
spouse, son, daughter, or parent is on covered active duty or called 
to covered active duty status in the Regular Armed Forces during 
deployment to a foreign country or in the National Guard and 
Reserves during deployment to a foreign country under a call or 
order in support of a contingency operation; qualifying exigencies 
may include short-notice deployment, attending certain military 
events, arranging for alternative childcare and school activities, 
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addressing certain financial and legal arrangements, attending 
certain counseling sessions, rest and recuperations, and attending 
post-deployment reintegration briefings. 

 

2. “Military Caregiver Leave” of up to twenty-six (26) workweeks in 
a twelve (12) month period may be taken by an eligible employee 
who is the spouse, son, daughter, parent, or next of kin of a “covered 
servicemember”, in order to care for the covered servicemember 
with a serious illness or injury incurred or aggravated in the line of 
duty while on active military duty. 

 
a. In any case in which both parents are employed by the City 

of Santa Cruz and are entitled to leave to care for a covered 
servicemember, the aggregate number of workweeks of 
leave to which both may be entitled is limited to twenty-six 
(26) workweeks during any twelve (12) month period. 

 
17.02.04 Conditions Covering Family Leave 

 

A. Eligible employee means having been employed by the City for 
twelve (12) months and has worked for at least 1,250 hours during 
the twelve (12) month period immediately preceding the 
commencement of the leave. 

 
B. Medical verification  is  required  for  employee  or  ill  family  

member  for medical leave period. 
 

C. Employees are required to give at least thirty (30) calendar days 
written notice in the event of a foreseeable leave. In unexpected or 
unforeseeable situations, an employee should provide as much 
written notice as is practicable. 

 
D. Employees are required to use accrued vacation as a part of the 

family leave period. Use of sick leave is not required but may be 
used pursuant to the applicable provisions of the Memorandum of 
Understanding. 

 
E. Employees retain “employee” status while on family care leave.  

The leave does not constitute a break in service for purposed of 
longevity, and/or seniority. Upon return to work, employee will be 
reinstated to an equivalent position with equivalent pay and benefits. 

 
F. Any request for additional leave may be made pursuant to Section 

17.02.01 (Medical or Personal Leave).  Requests for leave time 
using multiple time off provisions may not exceed the total amount 
allowed pursuant to Section 17.02.01 (Medical or Personal Leave). 
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G. Benefits premiums shall be made in accordance with the Federal 
Family and Medical Leave Act and the California Family Rights 
Act. Under the current law, the City will continue to maintain 
coverage under the same conditions, as coverage would have been 
provided if the employee had been continuously employed during 
the leave period. 

 
H. Any other conditions or interpretations of the leave shall be based 

upon the Federal Family and Medical Leave Act and the California 
Family Rights Act. 

 
17.03 CONTINUATION OF BENEFITS DURING UNPAID LEAVES OF ABSENCE 

 

City sponsored insurance benefits may be continued during unpaid leaves of 
absence in accordance with the following provisions: 

 

17.03.01 Personal Leave 
 

The City shall continue to pay benefit premiums during a personal leave of less 
than thirty (30) calendar days.   For leaves of more than thirty (30) calendar days, 
employees may continue premium payments at their own cost, in accordance with 
appropriate CalPERS medical plan provisions. 

 
17.03.02 Medical Leave 

 

The City shall continue to pay benefit premiums during the entire length of a 
medical leave of absence. 

 
17.03.03 Family Leave 

 

Benefit premiums shall be made in accordance with the Federal Family and 
Medical Leave Act and the California Family Rights Act.  Under the current 
law, the City will continue to maintain coverage under the same conditions as 
coverage would have been provided if the employee had been continuously 
employed during the leave period. 

 
 

SECTION 18.00 – BENEFITS 
 

18.01 MEDICAL PLAN/FLEXIBLE BENEFITS 
 

The City will provide a medical insurance plan to employees and eligible 
dependents through the California Public Employees’ Retirement System 
(CalPERS).  The City will contribute a monthly amount to CalPERS pursuant to 
Government Code Section 22892 of the Public Employees Medical and Hospital 
Care Act (PEMHCA). 
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In accordance with IRS Section 125, the City will provide a flexible benefits plan 
(“cafeteria plan”) to all eligible employees.  If an employee elects to participate in 
a medical plan, the maximum monthly City contribution to the cafeteria plan is the 
cost of the Blue Shield Access+ HMO Plan (for the Bay Area/Sacrament region; 
Region 1 less the following employee contribution amounts. 

 

Employee Only $70.00 

Employee & One Dependent $92.00 

Family $95.50 
 

In no event will the maximum monthly City contribution exceed the premium for 
the plan in which the employee is enrolled.  In no event will employees receive 
cash back based on the plan chosen. 
 

Employees may elect to waive City medical coverage and receive a cash benefit. 
In order to receive the medical waiver benefit, the employee must provide proof 
to the City of other current medical coverage.  Full-time employees who waive 
medical coverage are eligible to receive $200 per month; part-time employees 
shall receive a pro-rated amount based upon their full-time equivalency (FTE).  
The medical waiver may be applied toward the purchase of any pre-tax or post-tax 
optional benefits, or paid as a taxable cash benefit. 
 

Employees receiving the medical waiver must notify the Human Resources 
Department if they cease to be covered by any other medical plan, thereby making 
them ineligible for the medical waiver benefit. 

 

18.01.01 Pre-Tax Optional Benefits 
 

Through the cafeteria plan, employees may enroll in the following optional 
benefits and elect to pay premiums on a pre-tax basis: 

 

1. Medical Reimbursement Account (MRA) 
2. Dependent Care Assistance Plan (DCAP) 
3. Cancer and Critical Illness Protection Insurance 

 
18.01.02 Post-Tax Optional Benefits 

 

Employees may also enroll in the following optional benefits and elect to 
pay premiums on a post-tax basis: 

 

1. Additional life insurance 
2. Accident protection insurance 
3. Long term care insurance 

 
18.02 PRINCIPAL DOMESTIC PARTNERS 

 

The City will provide medical, dental, and vision benefits to employees with 
Principal Domestic Partners equivalent to those provided to an employee’s 
spouse.  Employees may enroll their eligible Principal Domestic Partners and the 
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eligible dependents of their Principal Domestic Partners subject to eligibility 
requirements established either by CalPERS or the City and subject to tax 
regulations of the State of California and the Internal Revenue Service of the 
United States government. 

 
 
18.03 DENTAL AND VISION BENEFITS 

 

The City shall provide a dental plan for employees and their eligible dependents 
at no premium cost to employees and with the following minimum benefit levels. 

 
 In-PPO Network Out-of-PPO Network 

(fees charged are usually 
higher) 

 
Annual Deductible 

 
$25/person, $75/family 

 
$25/person; $75/family 

Annual Maximum $1,500/person $1,500/person 
Diagnostic & Preventive 100% 80% of contract allowance 

Basic Benefits 80% 80% of contract allowance 
Crowns & Other Castings 
Restorations/ 

50% 50% of contract allowance 

Prosthodontics 50% 50% of contract allowance 
Orthodontic Benefits (for 
dependent children only) 

50% up to $2,000 
lifetime maximum/ 
person (up to age 23) 

50% of contract allowance up to 
$2,000 lifetime maximum/person 
(up to age 23) 

 
The City shall provide a vision plan for employees and their eligible 
dependents at no premium cost to employees and with the following minimum 
benefit levels. 

 
Co-Pays $15 (does not apply to contacts) 
Exams 100%, every 12 months after co-pay 
Prescription Lenses 100%, every 12 months after co-pay 
Frames 100% up to $115 plus 20% off any out-of-pocket 

costs, every 24 months after co-pay 
Contacts 100% (in lieu of glasses) up to $105, every 12 

months - no co-pay 
 

 
18.04 RETIRED HEALTH PLAN 

 

Covered employees who retire under the provisions of the City’s contract with 
CalPERS are currently eligible to continue CalPERS medical coverage.   The City 
will contribute a monthly amount to CalPERS pursuant to Government Code 
Section 22892 of the Public Employees Medical and Hospital Care Act 
(PEMHCA), currently $151 for 2022. 
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18.05 RETIREE MEDICAL INCENTIVE 
 

In addition to the PEMHCA minimum monthly contribution amount pursuant to 
Government Code Section 22892 (currently $122 for 2015) that the City 
contributes for all employees in a CalPERS medical plan, employees currently on 
the City’s retiree medical plan and future covered employees who receive a 
retirement from PERS and have at least five (5) years of continued service with 
the City and are at least fifty (50) years of age will receive a retiree medical benefit 
in the amount of $112.04 per month.  This benefit will continue as long as the 
employee continues PERS medical coverage and until such time the retiree is 
eligible for Medicare or other Federal or State health programs, solely on account 
of age. 

 
Employees who retire with more than twenty (20) years of City service will 
receive a retiree medical incentive of 75% the cost of the employee-only coverage 
of the highest CalPERS HMO plan from only among those plans available in Santa 
Cruz County at the time of ratification of this agreement (less the contribution 
listed in Section 18.04 (Retiree Medical Plan) of this memorandum). 
To the extent allowed by law, the benefits bestowed by this section are intended 
to survive the termination and/or expiration of this memorandum. To this end, 
future Fire Management bargaining representatives shall not amend or delete these 
benefits retroactively or agree to benefits at variance with the above defined 
benefits so as to reduce or eliminate the benefits herein conferred upon existing 
retirees. 

 
18.06 DISABILITY RETIREMENT BEFORE AGE 50 

 

Upon disability retirement before age 50, an employee shall be reimbursed for 
unused sick leave through the provision of the City’s retired health care plan for 
the employee only to the following limits, whichever occurs first:  (1) up to the 
current value of the employee’s sick leave accrual; or (2) until such time as the 
employee obtains primary health care coverage under another plan; or (3) until 
the employee is eligible for Federal or State medical programs.  Once any of these 
limits are reached, the employee is no longer eligible for coverage under this plan. 

 
The retiree shall notify the City in writing at such time as they are receiving 
primary coverage under another plan. 

 
Two years after the date of retirement, if a retiree is still covered under the City’s 
plan, they must provide the City with an affidavit stating that they are not receiving 
primary coverage under another plan.  If the retiree fails to provide such an 
affidavit, the City has the right to cancel coverage with 30 days written notice. 

 
To be eligible for this Retired Health Care Plan, the employee must have an 
accrued sick leave balance of 144 hours as of the effective date of disability 
retirement. 

 
If an employee is medically declared to be totally disabled, the City shall provide 
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the retired health plan to that employee until they are eligible for Federal or state 
medical programs, regardless of the employee’s sick leave balance. 
In all cases, retired employees may purchase coverage for their dependents under 
this plan as long as they, themselves, remain eligible and are insured under the plan. 

 
Employees with 15 or more years of service may elect to apply all or part of their 
sick leave toward purchase of the retired health care plan or convert it to cash as 
provided under Section 14.04 (C). 

 
18.07 LIFE INSURANCE 

 

The City shall contribute full cost toward the City-sponsored $25,000 basic term 
life insurance program. 

 
The City shall make a voluntary term life insurance policy available to unit 
employees. 

 
18.08 LONG TERM DISABILITY INSURANCE 

 

The City shall contribute full cost of the City-sponsored long-term disability 
program.  The maximum monthly benefit shall be at least $10,000. 

 
18.09 MEDICARE BUY BACK 

 

The City will meet and discuss with the Association the desirability and 
implementation of Medicare buyback.  Because this item is not cost neutral to the 
City, further discussion regarding the level of employee participation is needed 
before the City can agree to implement a Medicare buyback process. 

 
18.10 HEALTH SAVINGS ACCOUNT 

 

The City will meet and discuss with the Association to facilitate the established of 
a third-party-managed Health Savings Account for Association members. 

 
 

SECTION 19.00 – UNIFORM ALLOWANCE AND REPLACEMENT 
 

Employees will comply with departmental standards with regard to appearance and cleanliness.  
To this end, the City agrees to pay the cost of cleaning department authorized uniforms.  For this 
purpose, the City will establish an account at a dry cleaning establishment located within the City 
of Santa Cruz.  For their part, employees will deliver and retrieve uniforms from the dry cleaning 
establishment, and do so during non-working hours.  However, under exceptional 
circumstances, subject to the approval of the Fire Chief or his representative, uniforms may be 
delivered or retrieved during working hours. 
 
The City agrees to replace uniforms on an as-needed basis, as determined by the Fire Chief.  It 
shall be the responsibility of each unit employee to arrange for purchasing, fitting, pickup, 
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delivery, return, repair and control of uniform items. 
 
The parties agree that for PERS reporting purposes, the value of the cleaning service is four 
hundred and sixty-eight dollars ($468.00) per year. 
 
Employees who themselves pay the employee share of PERS, shall pay the PERS cost of the 
value of cleaning service.  Such payment shall be made through a payroll deduction out of their 
paycheck each pay period.  The amount of the deduction shall be determined by multiplying 
the employee’s PERS contribution rate by eighteen ($18.00) dollars. 
 

SECTION 20.00 – MANAGEMENT BENEFITS 
 

20.01 MANAGEMENT VACATION 
 

In the first full pay period in January of each year all management employees will 
be credited with vacation time in addition to their normal authorized vacation 
allowance. Those on a 40-hour/week schedule shall receive 80 hours management 
vacation, and those on a 56- hour/week schedule shall receive 112 hours 
management vacation. Although these additional hours will be documented on 
the employee sick leave and vacation schedule, it will be itemized separately.  
Employees desiring to be paid for any or all of their management vacation may so 
indicate on either July 1 or December 31 of each year. Upon separation, 
employees shall receive the value of their unused accrued management vacation.  
This benefit will be pro-rated for new hires. 

 
It is mutually understood and agreed that retroactive changes to time cards 
converting already used management vacation to some other form of paid 
leave, thus increasing the number of management vacation hours eligible for 
pay out at years end, will not be allowed.  

 
It is mutually understood and agreed that it is each individual employee’s 
responsibility to manage their use of management vacation hours to avoid the 
loss of any unused time. 

 
Accumulation of management vacation shall not exceed eighty  (80) hours for 
40-hour per week employees and one hundred twelve (112) hours for 56-hour 
per week employees. 
 

20.02 OPTIONAL MANAGEMENT BENEFIT 
 

In recognition of unscheduled and special assignments performed by management 
employees and night meetings they occasionally attend, the City will contribute 
$1,500 for employees with more than ten (10) years of service and $1,300 for 
employees with less than ten (10) years of service, annually, to an optional 
management benefit plan. Payment for this benefit shall be made in July of each 
year for the previous fiscal years’ service. 
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Employees may select the following options for use of the benefit: 
 

1. Payment to deferred compensation; 
2. Upon approval of the department head, purchase of additional 

vacation leave; 
3. Direct payment to the employee. 

 
This benefit will be prorated for new hires and terminated employees. 

 
 

SECTION 21.00 – CITY PROVIDED VEHICLE 
 

Subject to the approval of the Fire Chief and the City Manager, a City provided car may be 
provided to the Division Chiefs.  Employees approved for and provided with City vehicles are 
responsible for all associated tax liabilities in accordance with Federal, State, and local regulations 
and laws. 
 

SECTION 22.00 – REDUCTION IN FORCE 
 

All Fire department employees shall be subject to the layoff policy and procedure provided in 
this section.  In case of elimination, reorganization, or reclassification of personnel during the 
term of this agreement, the City agrees to discuss redistributing negotiated cost of living 
adjustments to assist with additional workloads that may be imposed.  It is recognized and agreed 
that the salary savings resulting from any reductions of the work force are to be wholly realized by 
the City. 
 
22.01 LAY-OFFS 
 

The City reserves the right to reduce its workforce by layoff of employees for 
reasons of economy or changes in departmental operations.  When one or more 
employees assigned to the same classification within a department are to be laid 
off, the order of layoff shall be as follows: 

1. Temporary 
2. Probationary 
3. Regular 

 
The order of layoffs shall be governed by seniority in the current classification 
from the date of hire in the classified position. 

 
22.02 BUMPING 
 

Bumping is defined as a voluntary movement of an employee to be laid off from 
their current classification to a previously held lower classification (based upon 
previous duties, if title has changed) held by an employee with less seniority.  
An employee with sufficient seniority to bump an employee in a lower 
classification shall bump the least senior person in that classification. 
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For bumping purposes, the employee exercising bumping, will add time in the 
affected position (position bumping into), current position (laid off position), and 
related higher position as total seniority time. This time will be carried forward 
and bump that employee in the next lower classification with less time in the 
lower classification.  This seniority will establish the individual’s seniority in the 
lower classification. 
 

22.03 NOTIFICATION 
 

Employees to be laid off shall be given not less than fifteen (15) working days 
written notice prior to the reduction in force.  An employee wishing to bump to a 
lower classification shall provide written notice to the City within ten (10) days of 
receiving their layoff notice. 

 
22.04 REINSTATEMENT 
 

Should there be a vacancy in the classification from which an employee was laid 
off be re- established within 18 months, the employee shall be eligible for 
reinstatement. It shall be the employee’s responsibility to notify the Human 
Resources Department of their current address.  Every effort shall be made to 
notify the affected individual of any reinstatement opportunity. Reinstatement 
shall be in the reverse order of layoff. 

 

SECTION 23.00 – GRIEVANCE PROCEDURE 
 

23.01 PURPOSE 
 

To assure prompt and fair treatment of employee grievances related to 
employment.  Any employee covered by this Memorandum of Understanding may 
file a grievance. 

 
23.02 DEFINITIONS 
 

A. Grievance:  An alleged violation, misinterpretation or misapplication of 
the provisions of this Memorandum, the City’s Personnel Rules and 
Regulations or Fire Department Rules and Regulations. 

 
B. Workday:  All weekdays excluding holidays and weekends. 
 

23.03 LIMITATIONS 
 

A. A grievant may be represented by any representative of their choosing 
in preparing and presenting a grievance. 

 

B. No reprisal shall result against any employee who presents a bona fide 
grievance under this procedure. 
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C. Time limits may be extended by written mutual agreement of the parties. 
 

D. A grievance shall be considered settled in favor of the other party if, at 
any step, a decision is not rendered or appealed within the specified time 
limit. 

 

E. Only upon mutual written agreement between the parties may Step I of 
the grievance procedure be waived. 

 

23.04 PROCEDURES 
 

23.04.01 Step I 
 

The grievant will first attempt to resolve the grievance through informal 
discussions with successive levels of supervision beginning with their immediate 
supervisor through their highest management-level supervisor, exclusive of the 
department head.  These discussions must be initiated within ten (10) workdays 
of when the employee knew, or reasonably should have known the incident upon 
which the grievance is based. Every attempt will be made by the parties to settle 
the issue at this level. 

 

23.04.02 Step II 
 

If the grievance is not resolved through the informal discussion, the employee 
may, within ten (10) workdays, submit a written grievance to their department head 
after the informal meeting. 

 
The written grievance must contain in clear, factual and concise language: 

 

1. A brief statement as to the date of the occurrence on which 
the grievance is based and the facts as the grievant see them. 

 
2. The rule, regulation or act on which the grievance is based. 

 
3. The action the grievant believes will resolve the grievance. 

 
4. Signature of the employee. 

 
The department head shall have ten (10) workdays following receipt of the appeal 
to review the matter and prepare a written response.  Copies shall go to the parties 
involved and the Human Resources Department. 

 
23.04.03 Step III 
 

If the grievance is not resolved, the grievant may, within five (5) workdays 
following receipt of the department head’s response, appeal to the City Manager 
or their representative, stating in writing the basis for the appeal. 
 

The City Manager or their representative shall render a written decision to all 
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parties directly involved within fifteen (15) workdays following the date which 
the aggrieved employee appealed the department head’s decision. 

 
23.04.04 Step IV 

 

If the grievance is not resolved to the satisfaction of the employee at the conclusion 
of Step III, the employee may appeal the decision of the City Manager to a neutral 
arbitrator, provided they inform the City Manager in writing within ten (10) 
working days following receipt of the City Manager’s decision. 

 

Within ten (10) working days from the date of receipt of the appeal, the parties 
may mutually agree on a neutral party from an independent source to serve as an 
arbitrator.  In the event the parties fail to agree on the neutral party, they shall 
immediately, thereafter, jointly request the California State Mediation and 
Conciliation Service to submit to them a list of five (5) persons qualified and 
available to act as arbitrator. 

 

If such a list is requested from the state Mediation and Conciliation Service, the 
parties within five (5) working days of receipt of the list, shall mutually agree 
upon the person on the list who shall be the arbitrator.  If one person is not 
mutually agreed upon, the parties shall within five (5) days after receipt of the list 
of names alternately strike two (2) names from such list with the last remaining 
name to be the person serving as arbitrator.  The party having first choice to strike 
a name from the list shall be determined by lot. 
 
The arbitrator shall have no authority to add to, detract from, alter, amend or 
modify any provision of this Agreement, or impose on any party hereto a 
limitation or obligation not explicitly provided for in the Agreement, or to alter 
any wage rate or wage structure.  The decision of the arbitrator shall be rendered 
after the evidence and arguments are presented to them by the parties in the 
presence of each other and in post-hearing briefs, if necessary.  The decision of 
the arbitrator shall be final and binding upon the parties. 
 

The arbitrator is requested to expedite the decision as the parties normally expect 
a decision to be issued within fifteen (15) days after the conclusion of the hearing. 

 

The arbitrator’s expenses, if any, shall be borne equally by the parties.  Each 
party shall bear the cost of its own representation. 

 

 

SECTION 24.00 – DISCIPLINARY APPEALS PROCEDURE 
 

24.01 DEFINITION 
 

Disciplinary action shall mean written reprimand, suspension (as authorized by 
FLSA), demotion, disciplinary reduction in salary, or discharge. 

 

The appeal procedure described herein shall apply to cases of disciplinary action 
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affecting regular employees.  It shall not be applicable to probationary 
employees.  Employees have the right to representation at any or all stages of the 
appeal process. 
 

24.02 PRE-ACTION PROCEDURE 
 

24.02.01 Step I 
 

Prior to imposing disciplinary action which would result in a loss of salary, the 
supervisor shall first provide the employee a preliminary written notice of the 
proposed action stating the effective date, the specific grounds and particular facts 
upon which the action will be taken.  The employee shall have access to any 
known written materials, reports or documents upon which the action is based.  
The employee shall have the right to respond to the charges within five (5) 
workdays from receipt of the notice either orally, in writing, or both to the Fire 
Chief. 
 

The employee may request an extension of the time to respond for justifiable 
reasons.  Failure to respond within the time specified will result in the 
employee’s waiver of their procedural rights and final action will be taken. 

 

24.02.02 Step II 
 

Following a review of a proposed disciplinary action the Fire Chief, within ten 
(10) workdays of receiving employee’s response, shall render a written decision 
and send it by registered mail or personal delivery to the employee.   A copy shall 
also be mailed to the employee’s representative. The written decision will include 
the effective date of the disciplinary action. 
 
The employee has the right, within ten (10) workdays after receiving the decision, 
to file a request for appeal with the City Manager.  The appeal shall be a written 
statement, signed by the applicant, explaining the matter appealed from, stating 
the action desired by the appellant, with their reasons therefore, and stating that 
the pre-action procedures have been exhausted. 
 

24.03 POST-ACTION APPEAL 
 

24.03.01 Step III 
 

If the employee files a timely appeal, the City Manager shall, within ten (10) 
workdays after receiving the appeal, designate a hearing officer who shall schedule 
a hearing not less than ten (10) workdays from the date the appeal is received. The 
hearing date itself is not required within this timeframe.  

 

The hearing officer may conduct such independent investigation of the matter as 
they deem necessary to evaluate claims raised by the employee during the hearing. 
However, the hearing officer shall not initiate an investigation or introduce new 
factual findings that were not previously disclosed to the employee as part of the 
basis for their discipline, unless those facts were introduced by the employee 
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during the hearing. In such cases, the hearing office may include those facts solely 
to supplement the findings related to the employee’s claims.  The appellant shall 
be given the opportunity to answer or present evidence in opposition to the 
findings of this independent investigation. 

 

The appellant shall appear personally at the scheduled hearing unless physically 
unable to do so. The appellant or their representative may produce relevant oral 
or documentary evidence at the hearing. 

 

Within fifteen (15) workdays following the hearing, the hearing officer shall 
render a written decision to all parties involved.  The hearing officer has the 
authority to affirm, repeal or modify the disciplinary action. 

 

For discipline equivalent to the severity of suspension (as authorized by FLSA) of 
one (1) week or less, or leave balance reduction of one (1) week or less, there shall 
be no appeal beyond Step III and the City Manager’s decision shall be final. 

 

24.03.02 Step IV 
 

If the appeal (except as exempted above) is not resolved to the satisfaction of the 
appellant at the conclusion of Step III, the employee may appeal the decision of 
the City Manager to a neutral arbitrator, provided it so informs the City Manager 
in writing within ten (10) working days following receipt of the City Manager’s 
decision. 

 

Within ten (10) working days from the date of receipt of the appeal, the parties 
may mutually agree on a neutral party from an independent source to serve as an 
arbitrator.  In the event the parties fail to agree on the neutral party, they shall 
immediately, thereafter jointly request the California State Mediation and 
Conciliation Service to submit to them a list of five (5) persons qualified and 
available to act as arbitrator. 
 
If such a list is requested from the State Mediation and Conciliation Service, the 
parties within five (5) working days of receipt of the list, shall mutually agree 
upon the person on the list who shall be the arbitrator. If one person is not mutually 
agreed upon the parties shall within five (5) days after receipt of the list of names, 
alternately strike two (2) names from such list with the last remaining name to be 
the person serving as arbitrator.  The party having first choice to strike a name 
from the list shall be determined by lot. 

 
The arbitrator shall have no authority to add to, detract from, alter, amend, or 
modify any provision of this agreement, or impose on any party hereto a limitation 
or obligation not explicitly provided for in this agreement, or to alter any wage 
rate or wage structure.  The decision of the arbitrator shall be rendered after the 
evidence and arguments are presented to them by the parties in the presence of 
each other and in post hearing briefs, if necessary.  The decision of the arbitrator 
shall be final and binding upon the parties. 

 
The arbitrator is requested to expedite the decision as the parties normally expect 
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a decision to be issued within fifteen (15) days after the conclusion of the hearing. 
The arbitrator’s expenses shall be borne equally by the parties.  Each party shall 
bear the cost of its own representation. 

 

24.04 FIREFIGHTER PROCEDURAL BILL OF RIGHTS ACT 
 

During the period of this Memorandum of Understanding, the City and Association 
agree to adopt and comply with the Firefighter Procedural Bill of Rights, codified 
at California Government Code §§ 3250-3262, effective January 1, 2008. 

 

SECTION 25.00 – WRITTEN REPRIMANDS 
 

A written reprimand may be issued by an employee’s supervisor if an employee has violated a 
City rule, provision of the M.O.U., or if their performance is in need of improvement.  Written 
reprimands shall be placed in the employee’s personnel file.  An employee shall have the right 
to prepare a written response to the reprimand and have said response placed in their personnel 
file. An employee may appeal the supervisor’s decision to issue a written reprimand to the Fire 
Chief by filing an appeal to the Fire Chief within five (5) working days of receipt of the reprimand.  
The Fire Chief’s decision regarding the written reprimand shall be final. 
 

SECTION 26.00 – SEVERABILITY 
 

This Memorandum is subject to all current and future applicable Federal and State laws, State 
regulations, California Constitution, and City of Santa Cruz Charter, Resolutions, or Ordinances. 
 

Should any of the provisions herein contained be rendered or declared invalid by reason of any 
State or Federal legislation or court action, such invalidations of such part or portions of this 
Memorandum shall not invalidate the remaining portions hereof and they shall remain in full  
force and effect insofar as such remaining portions are severable. 
 

 
 
 
DATED:     

 
 
 
 
FIRE MANAGEMENT ASSOCIATION CITY OF SANTA CRUZ
            
OF THE CITY OF SANTA CRUZ 

 
 
 
 
Joshua Coleman, Fire Battalion Chief  Sara De Leon, Lead Negotiator 
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 Timothy L. Davis, Labor Counsel 
 
 
 
 
 

EXHIBIT A – DISCRIMINATION, HARASSMENT, RETALIATION, AND 
RESPECTFUL WORKPLACE CONDUCT POLICY 
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EXHIBIT B – DISCRIMINATION/HARASSMENT/RETALIATION 
POLICY IMPLEMENTATION AND COMPLAINT PROCEDURE 
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EXHIBIT C – RESPECTFUL WORKPLACE CONDUCT POLICY 
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