
AGENDA 
REGULAR MEETING 

YECA GOVERNING BOARD 
Wednesday, April 6, 2022 
2:00 P.M. Public Session 

 Yolo Emergency Communications Agency, 35 N. Cottonwood St, Woodland, CA 95695 
NOTE:  This meeting is being agendized to allow Board Members, staff, and the public to 
participate in the meeting via teleconference, pursuant to the Governor’s Executive Order  
N-29-20 (March 17, 2020), available at the following link:

Teleconference Options to join Zoom meeting:  
By PC: https://us02web.zoom.us/j/84256097223 

Meeting ID: 842 5609 7223 
Or 

By Phone: (669) 900-6833 
Meeting ID: 896 5024 0574 

ALL ITEMS ARE FOR ACTION UNLESS OTHERWISE NOTED WITH AN ASTERISK (*) 

1. Call to Order (2:00 PM)

2. Approval of the Agenda

3. Announcements

a. Proclamation “National Public Safety Telecommunications Week April 10th-16th

b. YECA’s Dispatcher of the Year “Amanda Garrison”

4. Public Comment
Speakers must state their name and city of residence for the record and limit their remarks to 
three minutes.  Members of the public audience may address the Governing Board on any item 
not on today’s agenda. No response is required and no action can be taken, however, the 
Governing Board may add the item to the agenda of a future meeting. 

5. Consent Agenda
Consent Agenda items are considered to be routine and will be considered for adoption by one 
motion. There will be no separate discussion of these items unless a member of the Governing 
Board, member of the audience, or staff requests that the Governing Board remove an item. If an 
item is removed, it will be discussed in the order in which it appears on the Agenda. 

a. Approval of the Minutes from the Mar 2, 2022, Regular Meeting
b. Operations Division Report
c. Current Year Budget Status Update
d. New Vehicle Purchase Replacement
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6. Old Business
a. YECA Building Prospects

7. Proposed Agency Financial Compensation Packages for periods July 1, 2022 thru June 30,
2025 – Voted Item

a. YCDA MOU Staff Summary
b. New YCDA MOU
c. Non-Represented Compensation Package
d. Admin Specialist II Position Upgrade “Confidential”
e. Admin Specialist II – Confidential Job Description
f. New Agency Benefit Summary
g. New Agency Salary Schedule

8. FY22/23 Proposed Draft Budget & Presentation – *Info Only
a. FY22/23 Proposed Budget
b. FY22/23 Proposed CIP Summary
c. FY22/23 Proposed CIP 5-Year Forecast
d. FY22/23 Proposed Position Table

9. Next Scheduled JPA Board Meeting Date May 4, 2022

10. Items for Future Meeting Agenda

11. Adjournment
I declare under penalty of perjury that the foregoing agenda was available for public review and posted
on/or before April 1, 2022 on the bulletin board outside of the Yolo County, Erwin Meier Administration
Center, 625 Court St., Woodland, California and on the agency website:
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PUBLIC PARTICIPATION INSTRUCTIONS:  
Based on guidance from the California Department of Public Health and the California 
Governor’s Office, in order to minimize the spread of the COVID 19 virus, please do the 
following: 

1. You are strongly encouraged to observe the live stream of the meeting at, Meeting ID:
https://us02web.zoom.us/j/84256097223 842 5609 7223 or by phone at (669) 900-6833
Meeting ID: 842 5609 7223. 

2. If you are joining the meeting via zoom and wish to make a comment on an item, press
the "raise a hand" button. If you are joining the meeting by phone, press *9 to indicate a
desire to make comment. The chair will call you by name or phone number when it is
your turn to comment. Speakers will be limited to 3:00 minutes.

3. If you choose not to observe the meeting but wish to make a comment on a specific
agenda item, please submit your comment via email by 5:00 p.m. on the Monday prior
to the meeting. Please submit your comment to the Dena Humphrey at
dhumphrey@yolo911.org. Your comment will be placed into the record at the Board
meeting. 

4. If you are watching/listening to the live stream of the meeting and wish to make either a
general public comment or to comment on a specific agenda item as it is being heard,
you may also submit your comment, limited to 250 words or less, to the Dena
Humphrey at dhumphrey@yolo911.org noting in the subject line: For Public Comment.
Every effort will be made to read your comment into the record, but some comments
may not be read due to time limitations. Comments received after an agenda item will
be made part of the record if received prior to the end of the meeting.

If you are a person with a disability and you need disability related accommodations to attend the 
meeting, please contact Tianna Dumas at (530) 666-8900 or (530) 666-8909 (fax).  Requests for 
accommodations must be made at least two full business days before the start of the meeting. 
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YOLO EMERGENCY COMMUNICATIONS AGENCY (YECA) 
GOVERNING BOARD 

March 2, 2022 
2:00 P.M. Public Session 

Minutes 

The YECA Governing Board met on Wednesday March 2nd, 2022 at Yolo Emergency 
Communications Agency 35 N Cottonwood – Conference Room, Woodland. Chair Steve Binns 
called the meeting to order at 2:01 p.m. 
This meeting was formatted to allow Board Members, staff, and the public to participate in the meeting via 
teleconference, pursuant to the Governor’s Executive Order N-29-20 (March 17, 2020), was available at the 
following link: 

Teleconference Options to join Zoom meeting:  
By PC: https://us02web.zoom.us/j/84256097223 

Meeting ID: 842 5609 7223 
Or 

By Phone: (669) 900-6833 
Meeting ID: 842 5609 7223 

PRESENT: Primary Board Members: Dena Humphrey, YECA Executive Director  
Joined via ZOOM: Steve Binns, City of West Sacramento, Tom Lopez, Yolo County, Rebecca 
Ramirez, Yocha Dehe Wintun Nation, John Miller, City of Winters  
Absent: Kim McKinney, City of Woodland  

Entry No.2 
Minute Order No. 2022-03 
Approval of the Agenda - Approved 

MOTION: Miller SECOND: Ramirez AYES: Binns, Lopez, Ramirez, Miller Absent: 
McKinney  
 

Entry No. 3 
Announcements- Form 700 due next week 

Entry No. 4 
Public Comment – None  

Entry No. 5 
Minute Order No. 2022-04 
Approval of Consent Agenda -  Approved 

a. Approval of the Minutes from the Feb 2, 2022, Regular Meeting
b. Operations Division Report
c. Current Year Budget Status Update
d. 2021 Calls for Service Annual Report

MOTION: Lopez SECOND: Miller AYES: Binns, Lopez, Ramirez, Miller Absent: McKinney 

Entry No. 6 
Old Business 

a. Robbins Fire District Update – ED Humphrey advised Robbins is working out the final
details and they have established procedures. In addition, they have hired a Fire Chief and do
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not anticipate any delays meeting the March 7th deadline. YECA has updated fire policies and 
will be making an announcement to staff on Monday.   

Entry No. 7 
Upcoming Potential Grant Funding Projects- Information Only 

a. Board Member Ramirez presented information on the opportunity for the agency to
participate in a Yocha Dehe Community Grant, Ramirez will be meeting with the 
board tomorrow. Dena presented various proposals for this funding opportunity:

Chair Binns voiced support for this funding project, as long as matching funds can be met 
without causing a deficit. Lopez agreed this was a great opportunity for the agency. Binns 
advised to move forward with the community grant. Ramirez gave counsel on the next step in 
this process which would be submitting a formal application with these projects all rolled into 
one along with an agency letter of intent.  

Entry No. 8 
Closed Session- Out of Session: 2:18 p.m. 

a. Conference with Labor Negotiator (CG54957.6)
Agency Representative: Dena Humphrey, Executive Director

Gregory Ramirez, IEDA Labor Consultant
Employee Organization: Yolo Communications Dispatchers Association (YCDA)
Back in session: 2:31 p.m. – Reportable Action- None

Entry No. 9 
 Next Scheduled JPA Board Meeting Date April 6, 2022 

a. Proclamation for Dispatch Appreciation Week
b. Dispatcher of The Year Award

Entry No.10 
Items for Future Agenda –  

a. FY22/23 Draft Budget – MOU Costs, update on the finalization of negotiations

Entry No. 11    Meeting Adjourned at 2:34 p.m. 
 Minutes submitted by Tianna Dumas 
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APRIL 2022 STAFFING
Vacancies In-Training Trained

STAFF REPORT 

Agenda Item: 

Date:  April 6, 2022 

To:  YECA Governing Board 

Thru:  Dena Humphrey, Executive Director 

From:  Vanesa Hoyt, Operations Supervisor 

Subject: February 2022 Operations Division Report 

Recommendation: No action required; information only. 

Summary: Operations staff is currently engaged in the following: 

Staffing: 

1. Out of 39 funded operations positions:

Classification Filled Funded Vacant 
Supervisor 4 4 0 
Operations 
Supervisor 1 1 0 

Dispatcher III 4 4 0 
Dispatcher I/II 23 26 3 

Dispatch 
Assistant 3 4 1 
TOTAL 35 39 4 

a. Bailey Clemons has completed training on the WPD radio (3rd console) and has begun
training on the Fire radio (4th and final console).

b. Gabriel Hernandez has completed training on the WSP radio (3rd console) and has begun
training on the Fire radio (4th and final console).

c. Nikole Patterson has completed training on the WDP radio and has begun training on the
YSO radio (4th and final console).

d. Cody Wooten has completed training on the WPD radio and has begun training on the WSP
radio (3rd console).

e. New dispatchers: Toni Hogan, Benicia Lammon & Jodean Hernandez have completed the in-
house academy and have begun the call taking phase of their training.

2. Recruitment has closed, and 6 applicants are moving to backgrounds for the May 2022
academy.
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2022 CAD Events 

Yocha Dehe Arbuckle UCD

Outside Agency Winters Yolo

West Sacramento Woodland

2022 YTD
Incoming Non-Emergency 

Lines

West Sacramento

Winters

Woodland

Yolo

Statistical Information: 

Monthly Phones Statistics: 

Monthly CAD Events: 

 

 

 

Jan Feb YTD 
9-1-1 4,569 4,545 9,114 
7-Digit
Emergency 877 903 1,780 
AMR 92 87 179 
West 
Sacramento 3,455 3,528 6,983 
Winters 220 223 443 
Woodland 3,919 4,018 7,937 
Yolo 4,298 4,508 8,806 
Outgoing 4,889 4,807 9,696 

TOTAL 22,319 22,619 44,938 

Jan Feb YTD 
West Sacramento 

TOTAL 5,633 5,499 11,132 

Winters 
TOTAL 651 716 1,367 

Woodland 
TOTAL 6,306 6,251 12,557 

Yolo 
TOTAL 3,636 3,670 7,306 

Yocha Dehe 
TOTAL 34 28 62 

Arbuckle 
TOTAL 37 37 74 

Outside 
Agency/non-geo 
validated 

TOTAL 107 88 195 
UCD 

TOTAL 125 126 251 
GRAND 
TOTAL 16,529 16,415 32,944 
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2022 Fire Events

West Sacramento Woodland Yolo County

Winters UCD Arbuckle

Yocha Dehe

Fire CAD Events: 

Jan Feb YTD 

West Sacramento 

Fire 388 330 718 

Medical 634 506 1,140 

TOTAL 1,022 836 1,858 

Winters 

Fire 55 70 125 

Medical 52 50 102 

TOTAL 107 120 227 

Woodland 

Fire 354 346 700 

Medical 420 463 883 

TOTAL 774 809 1,583 

Yolo 

Fire 456 733 1,189 

Medical 92 100 192 

TOTAL 548 833 1,381 

Yocha Dehe 

Fire 15 12 27 

Medical 19 16 35 

TOTAL 34 28 62 

Arbuckle 

Fire 13 20 33 

Medical 24 17 41 

TOTAL 37 37 74 

UCD 

Fire 67 79 146 

Medical 58 47 105 

TOTAL 125 126 251 

ALL 

Fire 1,348 1,566 2,914 

Medical 1,299 1,193 2,492 

TOTAL 2,647 2,759 5,406 
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2022 YTD Records Entries

Winters West Sacramento Woodland

CLETS Inquiries/Returns: 

JAN FEB YTD 
Inquiries 30,625 28,731 59,356 
Returns 49,494 46,433 95,927 

Confidential Records Requests (Audio & CAD Print out): 

JAN FEB YTD 
174 170 344 

After-Hours Records Entries: 

JAN FEB YTD 
West Sacramento 341 433 774 

Winters 22 22 44 
Woodland 458 416 874 
TOTAL 821 871 1,692 

Text to 9-1-1: 

JAN FEB YTD 
TOTAL 5 12 17 

IROC (Fire Resource Ordering Entries): 

JAN FEB YTD 
IROC 0 1 1 

IROC Team Refresher training developed and scheduled for April 2022 

9-1-1 Answering Times:

In busiest hour; 90% off all 9-1-1 calls shall be answered within 15 seconds, 95% of all 9-1-1 
calls should be answered within 20 seconds 

Month & 
(Busiest Hour) 

Jan 
(1500) 

Feb 
(1600) 

YTD 

0-10 seconds 94.93% 94.18% 94.56% 
0-15 seconds 99.32% 98.55% 98.94% 
0-20 seconds 100.00% 99.27% 99.64% 
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Projects: 

1. Leadership Development Training
a. Operations Supervisor Hoyt is off the floor and transitioning to new tasks
b. Dispatch Supervisor Brewer training and development
c. Dispatcher III training: Melissa Viramontes & Connie Kenton

2. EMD-QA – Ops Supervisor Hoyt reviews all cardiac events and calls that include PAIs
and provides weekly feedback to staff, focusing on case review and compliance.

3. Disaster Recovery Plan
a. Cases completed, ongoing training with the staff on evacuation procedures
b. Cases being used in tactical call outs and training

4. Succession Planning
5. 2022 In-Service Training Plan

a. IROC Refresher scheduled for April 2022
b. Fire In-service scheduled for April and May 2022
c. Pro-QA Refresher scheduled for June 2022
d. CTO- Train the Trainer scheduled for July 2022
e. Emotional Intelligence- Tentative for October and December 2022 dates

6. CalOES GIS Pilot Project
7. CalOES eCaTs Routing Project
8. NG9-1-1 Equipment Installations

a. YECA is in Phase 2 (CalOES changed from phase 5 to 2 10/20/2021)
b. CPE Software Upgrade completed 4/13/2021
c. Atos Equipment installation completed 11/15/2021
d. Migration from Comtech Text to 9-1-1 to Rapid Deploy Radius completed

02/23/2022
9. CPE Replacement Planning (pending upgrade to NG9-1-1)
10. YCDA Negotiations
11. Applicant Tracking System
12. Onboarding Implementation
13. Headset Replacement
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Agenda Item: 5.c

YECA BUDGET MANAGEMENT SUMMARY
2021 / 2022  As of 02/28/2022

8% 17% 25% 33% 42% 50% 58% 67% 75% 83% 92% 100%
Line item JUL-21 AUG-21 SEPT-21 OCT-21 NOV-21 DEC-21 JAN-22 FEB-22 MAR-22 APR-22 MAY-22 JUN-22

B/U 30 ADMINISTRATION
Appropriations 2,091,745$           2,091,745$           2,091,745$           2,091,745$           2,091,745$           2,091,745$           2,091,745$           2,091,745$           2,091,745$           2,091,745$        2,091,745$       2,091,745$      
Encumbrances -$  -$  -$  -$  -$  -$  -$  -$  -$  -$  -$  -$  
Expenditures 211,126$              282,546$              381,655$              597,402$              684,723$              776,841$              847,271$              952,579$              
Unencumbered 1,880,619$           1,809,199$           1,710,090$           1,494,343$           1,407,022$           1,339,224$           1,244,474$           1,139,166$           2,091,745$           2,091,745$        2,091,745$       2,091,745$      
Percent Expended 10% 14% 18% 29% 33% 37% 41% 46% 0% 0% 0% 0%

B/U 40 OPERATIONS - DISPATCH
Appropriations 4,364,613$           4,364,613$           4,364,613$           4,364,613$           4,364,613$           4,364,613$           4,364,613$           4,364,613$           4,364,613$           4,364,613$        4,364,613$       4,364,613$      
Encumbrances -$  -$  -$  -$  -$  -$  -$  -$  -$  -$  -$  -$  
Expenditures 351,846$              620,756$              986,513$              1,064,427$           1,413,957$           1,809,054$           2,094,145$           2,376,226$           
Unencumbered 4,012,767$           3,743,857$           3,378,100$           3,300,186$           2,950,656$           2,555,559$           2,270,468$           1,988,387$           4,364,613$           4,364,613$        4,364,613$       4,364,613$      
Percent Expended 8% 14% 23% 24% 32% 41% 48% 54% 0% 0% 0% 0%

B/U 50 INFORMATION TECHNOLOGY
Appropriations 667,240$              667,240$              667,240$              667,240$              667,240$              667,240$              667,240$              667,240$              667,240$              667,240$           667,240$          667,240$         
Encumbrances -$  -$  -$  -$  -$  -$  -$  -$  -$  -$  -$  -$  
Expenditures 88,847$  97,625$  405,563$              427,130$              424,720$              468,231$              502,059$              517,242$              
Unencumbered -$  569,615$              261,677$              240,110$              242,520$              199,009$              165,181$              149,998$              667,240$              667,240$           667,240$          667,240$         
Percent Expended 13% 15% 61% 64% 64% 70% 75% 78% 0% 0% 0% 0%

TOTAL Appropriations 7,123,598$           7,123,598$           7,123,598$           7,123,598$           7,123,598$           7,123,598$           7,123,598$           7,123,598$           7,123,598$           7,123,598$        7,123,598$       7,123,598$      
Encumbrances -$  -$  -$  -$  -$  -$  -$  -$  -$  -$  -$  -$  
Expenditures 651,819$             1,000,927$          1,773,731$          2,088,960$          2,523,401$          3,054,127$          3,443,475$          3,846,048$          -$  -$  -$  -$  
Unencumbered 6,471,779$          6,122,671$          5,349,867$          5,034,638$          4,600,197$          4,069,471$          3,680,123$          3,277,550$          7,123,598$          7,123,598$       7,123,598$       7,123,598$     
Percent Expended 9% 14% 25% 29% 35% 43% 48% 54% 0% 0% 0% 0%
TOTAL Estimated Revenue 6,836,246$           6,836,246$           6,836,246$           6,836,246$           6,836,246$           6,836,246$           6,836,246$           6,836,246$           6,836,246$           6,836,246$        6,836,246$       6,836,246$      
Realized Revenue 1,648,701$           3,624,014$           4,763,758$           4,764,602$           4,768,198$           5,926,469$           5,927,513$           5,933,530$           
Unrealized Revenue 5,187,545$          3,212,232$          2,072,488$          2,071,644$          2,068,048$          909,777$             908,733$             902,716$             6,836,246$          6,836,246$       6,836,246$       6,836,246$     
Percent Realized 24% 53% 70% 70% 70% 87% 87% 87% 0% 0% 0% 0%
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STAFF REPORT 

Agenda Item:   5.d  

Date: April 6, 2022 

To: YECA Governing Board 

Thru: Dena Humphrey, Executive Director 

From: Billy Keen, IT Manager 

Subject: Purchase of New Agency Vehicle & Surplus Old Vehicle for Auction – 
(No Fiscal Impact)  

Recommendation: YECA recommends the replacement of the current agency vehicle 

Summary:    

YECA currently has one agency vehicle for use by its 46 employees. The current vehicle is 16 
years old, a 2006 Jeep Commander with 92,791 miles. This vehicle is beginning to have issues 
with parts breaking on the interior that cause risk to YECA employees during use. In an effort to 
limit any worker’s compensation claims, YECA has currently placed the vehicle out of service 
with use only for emergencies to access radio sites by Information Technology. Over the past 
two years, there has been an increase in mechanical issues occurring, requiring $2,400 to ensure 
the vehicles’ reliability and safety. There is currently an additional $1,500 in repairs required to 
bring this vehicle back into service with an additional projection of $1,200 annually for 
continued maintenance.  

Due to the unknown costs and reliability of the vehicle, YECA is requesting approval to sell the 
current vehicle and purchase a replacement. Use of this vehicle includes but is not limited to; 
radio site preventative maintenance and enhancements, radio site emergency response, tactical 
dispatch deployment, agency evacuation, member agency meetings, dispatch training classes, 
and dispatch training. Primary features required of the replacement vehicle include; 4 wheel 
drive for remote radio site access, towing capability for portable generator deployment to radio 
sites, 5 person capacity for meetings and trainings and sufficient cargo space to carry emergency 
evacuation cases for tactical and evacuation deployments. YECA has explored options for a 
replacement vehicle that can fulfill these requirements and has concluded the cost to be $45k. 
The current asset would be sold in the event of a new vehicle purchase.  The current vehicle 
estimated value is $3,800, reflecting a true net cost of $41.2k for the new vehicle replacement.   

There would be no fiscal impact to the current FY22 Budget.  Costs for the new vehicle would 
be absorbed by vacant salary savings, estimated to be over $350k at yearend.      
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STAFF REPORT 

Agenda Item:  7.a 

Date: April 6, 2022  

To: YECA Governing Board 

From:  Dena Humphrey, Executive Director   

Subject: New MOU with Yolo County Dispatchers’ Association (YCDA) 

Recommendation:  Approve three-year Memorandum of Understanding with Yolo County Dispatchers’ 
Association (YCDA) 

Summary: 

YECA has reached a three-year tentative agreement with YCDA for the period of July 1, 2022 – June 30, 
2025, pending the approval of the JPA Board. A summary of benefits and compensation to the previous 
MOU are as follows: 

COLA Increases 
Employees will receive the following COLA increases in the first full pay period of July 2022 and then 
the first full pay period in the proceeding January’s of each year: 

o July 2022

o January 2023
 Dispatcher I/II/III All Steps = 0% to 2.0%

o January 2024
 Dispatcher I/II/III All Steps = 2% to 4.0%

o January 2025
 Dispatcher I/II/III All Steps = 2% to 4.0%

Position Step 
COLA 

Increase 
Dispatch Asst. 1-3 6.2-8.1% 
Dispatch Asst. 4-5 2.0% 
Dispatcher I/II 1-10 2.0% 
Dispatcher III 1-3 2.0% 
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Bilingual Pay – Change  
Bilingual pay was increased from $115 to $125, per month.  To qualify for this incentive, an employee 
must pass a bilingual test in Spanish or Russian to qualify for this pay. 

Shift Differential Pay – Change 
Shift Differential pay was increased from $.90 per hour to $1.00.  To qualify employees would receive 
shift differential pay during the hours 1800-0600. 

Longevity Pay – No Change  
Employees will receive an additional $15/per month per years of service: 

o 20 Years – $215 to $230/ per month
o 15 Years - $165 to 180/ per month
o 10 Years - $115 to 130/ per month

Training Pay – Change  
Training pay was expanded to include hours spent on related activities.  Such activities may include 
attendance at training meetings, preparing training related paperwork, academy instruction, working on 
training manuals, and other training activities.   

Vacation Accrual Rates  – Change:  
Vacation accrual rates changed to offer an additional benefit to those just entering agency service and to 
be more equable with other comparable agency accrual rates:      

o Change Years from 3-7 to 3-5 Years for 4.67 hours per bi-weekly
o Change Years from 8-11 to 6-8 Years for 4.93 hours per bi-weekly
o Change Years from 12 to 9 Years for 5.24 hours per bi-weekly
o Change Years from 16 to 15 Years for 6.47 hours per bi-weekly

Health Benefits – No Change     
The agency medical package is offered with an amount equal to 90% of the CalPERS Sacramento 
regional Kaiser HMO rate for an employee’s health package.  The health benefits package includes 
medical, health, and vision.  The employee only package includes the 90% Kaiser rate or $850, 
whichever is higher.  The employee +1 and family is based on the 90% Kaiser rate.  For those employees 
who have opted out for medical the cash outs have been set at $500, per month.  
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STAFF REPORT 

Agenda Item:  7.b 

Date: April 6, 2022  

To: YECA Governing Board 

From:  Dena Humphrey, Executive Director 

Subject: New MOU with Yolo County Dispatchers’ Association (YCDA) – 3 Year Term 
Periods: July 1, 2022 thru June 30, 2025 

The link below will provide access to the YCDA MOU: 

Click here for the full YCDA MOU 
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STAFF REPORT 

Agenda Item:  7.c  

Date: April 6, 2022  

To: YECA Governing Board 

From:  Dena Humphrey, Executive Director   

Subject: Non-Represented Compensation & Benefits Packages   

Recommendation:  Approve compensation and benefits package for the non-represented groups 

Summary:   

YECA has met with each of the non-represented groups to review compensation and benefits.  
Traditionally, the non-represented groups have typically followed the represented for compensation 
adjustments and benefit enhancements with a few exceptions and considerations.  The non-represented 
groups include the General, Supervisory, and Managers group that includes Executive Director.  Upon 
approval of the JPA Board, these packages would go into effect July 1, 2022. A summary of benefits 
and compensation is as follows:   

COLA Increases 

The General Unit & Managers group will receive COLA increases in the first full pay period in July and 
then proceed in the following January’s of each year for a total of 6% over the next three years: 

o Jul  2022 COLA Increase 2.0%
o Jan 2024 COLA Increase 2.0%
o Jan 2025 COLA Increase 2.0%

The Supervisor Group will receive COLA increases in the first full pay period in July and then proceed in 
the following January’s of each year for a total of 8% over the next three years: 

o Jul 2022 COLA Increase 2.0%
o Jan 2024 COLA Increase 3.0%
o Jan 2025 COLA Increase 3.0%

One-Time Cash Payment   
The General Unit & Managers group will receive a one-time cash payment during the three-year term as 
follows:  

o Jan 2023 $500
o Jan 2024 $500
o Jan 2025 $500
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Longevity Pay – Change  
Employees will receive the same longevity pay increase of $15 per years of service: 

o 20 Years - $230/ per month
o 15 Years - $180/ per month
o 10 Years - $130/ per month

Vacation Accrual Rates  – Change:  
Vacation accrual rates changed to offer an additional benefit to those just entering agency service and to 
be more equable with other comparable agency accrual rates:      

o   Change Years from 3-7 to 3-5 Years for 4.67 hours per bi-weekly
o   Change Years from 8-11 to 6-8 Years for 4.93 hours per bi-weekly
o   Change Years from 12 to 9 Years for 5.24 hours per bi-weekly
o   Change Years from 16 to 15 Years for 6.47 hours per bi-weekly

Health Benefits – No change     
The agency health package is offered at the amount equal to 90% of the CalPERS Sacramento regional 
Kaiser HMO rate for an employee’s health package.  The health benefits package includes medical, 
health, and vision.   

o Non-Represented “General” – Opted Out for Medical
The General group will receive $850 for employee only.  Employees who elect employee + 1
or employee plus family will receive an equivalent to 90% Kaiser Sacramento regional rate.
Employee’s may also opt out and receive $500 cash in lieu upon proof of other medical
coverage.      

o Non-Represented Supervisory & Management – No Change
The Supervisory and Management group will receive $975 for employee only.  Employees
who elect employee + 1 or employee plus family will receive an equivalent to 90% Kaiser
Sacramento regional rate plus $100.
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STAFF REPORT 

Agenda Item: 7.d 

Date: April 6, 2022  

To: YECA Governing Board 

From:  Dena Humphrey, Executive Director  

Subject: Administrative Specialist II – Re-class & Upgrade to Include “Confidential” 

Summary: 

The current job description for the Administrative Specialist II supports various office functions ranging from front 
desk to HR, Payroll, and Accounting.  Given the nature of this position and the sensitivity and confidentiality of 
personnel information a re-classification is needed to compensate for actual duties and to allow for an expansion 
of duties in HR.    

This position would begin to be trained with the handling of various leaves including FMLA, CFRA, LTD, STD, 
PDL, and worker’s compensation to assist with human resources programs and functions for 40+ employees.  After 
completing a compensation study for this position compared to other member agencies within Yolo County, an 
increase in salary would be needed for the additional duties and change to confidential status.   

The current monthly salary for the Admin Specialist II is $3,685 - $4,515.  The upgrade monthly to “Confidential” 
would change to $4,293 - $5,219.  The proposed effective date is April 10, 2022. There would be no fiscal impact 
for FY22.  All remaining fiscal year costs from proposed upgrade would be off-set with salary savings from the 
Accountant II position, which has been vacant over the last 10 months.  To date savings for the accountant position 
is ($109k).  The Administrative Specialist II – Confidential position with costs has been included in the FY23 
Proposed Draft Budget.        
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YECA         Position Description 
Administrative Specialist II- Confidential 

Department:  Administration FSLA:  Non-exempt 

Reports to:  Executive Director Salary Grade:  113 

Summary 

Under direction performs and oversees the administrative, human resources, payroll and clerical 

functions; interprets policy and administrative regulations; may perform a combination of 

clerical payroll, human resources, accounting and performs other related duties as may be 

required. 

Distinguishing Characteristics 

This is a non-supervisory clerical classification responsible for performing a wide variety of 

confidential, technical, clerical and administrative duties with a high degree of skill and 

independence of judgement.  Incumbents will prepare and process payroll, accounting 

transactions, process confidential human resources functions and prepare and maintain other 

processes, documents and reports. 

Essential Duties and Responsibilities 
The statements contained below reflect general details as necessary to describe the principle functions of 

this job, the level of knowledge, skills typically required, and the scope of responsibility, but should not be 

considered an all-inclusive listing of work requirements. 

 Exercises sensitivity to the issues of confidentiality of employee/employer data and

maintains confidentiality of data.

 Assists in all aspects of human resources/payroll system including updating and

maintenance of the system, proper coding and entering of information, employee

contributions and deductions, etc.

 Assists in all aspects of leave administration including FMLA, CFRA, LTD, STD, PDL,

worker’s compensation, etc.

 Maintains accurate and up-to-date human resources processes, files, records and

documentation.

 Performs administrative duties involving the use of some independent judgment and an

understanding of agency functions and procedures.

 Interviews office visitors and answers light volume of incoming calls.  May refer

individuals to proper source of information; receives and screens callers, forwards to

appropriate staff inquiries from the public; may take messages and schedule

appointments.

 Prepares periodic reports to internal sources and external agencies.  Reports are usually

time sensitive requiring some planning of data gathering and retrieval of other

information to meet deadlines.

 Initiates, receives and processes documents and information; determines routing of

information and correspondence; establishes and maintains general filing; compiles a

variety of data and other information for special and periodic studies; and purges files.
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 Provides clerical support to unit administration functions by processing time sheets, payroll

transactions and various accounting transactions such as purchase orders, journals, claims

etc.; may receive monies; maintains workload statistics, and other records, takes and

prepares meeting notes and minutes; establishes and documents clerical operational and

work methods procedures.  Prepares routine fiscal reports.

 Maintains office equipment and related; does requests and follow up on building

maintenance and custodial services; operates and performs routine preventative

maintenance on office machines including copiers, etc.

 Performs other duties as assigned that support the overall objective of the position.

Qualifications 
 Knowledge & Ability:

Knowledge of :  General office procedures and practices; forms, records and terminology 

used; rules, regulations and operating procedures; public information and contract 

techniques; availability and nature of services provided; record-keeping and filing systems; 

methods of recording, researching and compiling information; general clerical and technical 

resource materials and information sources; document preparation, duplication and 

distribution techniques; administrative procedures affecting inventory, purchasing, 

accounting and personnel/payroll transactions. 

Ability to:  Apply knowledge of clerical operational and technical procedures; type 

minimum of 35 words per minute; communicate effectively with people of diverse 

backgrounds; demonstrate tact and diplomacy; proofread and/or edit for errors in spelling, 

grammar and punctuation; research regulations and technical reference materials; type and 

prepare final forms; sort alphabetically, chronologically and numerically; use and maintain 

office machines; develop and implement clerical work procedures; collect and analyze data 

and make appropriate recommendations; organize and prioritize work assignments; maintain 

confidentiality of information.  Must possess basic knowledge with Microsoft Office 

programs. 

 Physical Abilities

Requires ambulatory ability to reach and retrieve office materials, requiring light lifting 

up to pounds and occasional lifting of up to 25 pounds. Requires sufficient hand/eye 

coordination and manual dexterity to operate a personal computer keyboard at 35 words 

per minute; sufficient visual acuity to recognize words letters and numbers. Requires 

auditory ability to carry on conversations over the phone and in person. 

 Environmental & Functional Factors:

Incumbents in this class are generally expected to work inside buildings; to work either 

alone or closely with others; to drive a car; lift carry objects weighing up to 25 pounds; 

move about and have use of fingers and both hands; communicate verbally with co-

workers and public; be able to decipher forms, computer instructions, etc. and hear well. 

 Education and Experience

High School diploma or equivalent required.  Minimum of 3 years of progressively 

responsible secretarial and clerical experience is required. 

Licenses and Certificates 

Must possess and maintain a valid Class C California Driver's License 
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STAFF REPORT 

Agenda Item:  7.f 

Date: April 6, 2022  

To: YECA Governing Board 

From:  Dena Humphrey, Executive Director   

Subject: New Agency Pay Schedules for FY23 – FY25 

Effective July 1, 2022 
Salary Range 

Position Time Base Minimum Maximum 
Dispatch Assistant Hourly $22.84 $26.04 
Dispatcher I/II Hourly $22.84 $33.96 
Dispatcher III Hourly $35.66 $37.10 
Dispatch Supervisor Hourly $39.95 $44.29 
Operations Supervisor  Hourly $37.96 $46.50 
IT Specialist  Hourly $32.34 $39.32 
System Administrator Hourly $41.28 $50.17 
IT Manager Hourly $51.66 $61.04 
Executive Director Hourly $68.01 $82.49 
Accountant II Hourly $31.49 $38.27 
Deputy Director   Hourly $53.76 $66.48 
Sr. Administrative Specialist II-Confidential Hourly $25.27 $30.71 

Effective January 1, 2023 
Salary Range 

Position Time Base Minimum Maximum 
Dispatch Assistant Hourly $22.84 $26.56 
Dispatcher I/II Hourly $22.84 $34.63 
Dispatcher III Hourly $36.37 $37.84 
Dispatch Supervisor Hourly $39.95 $44.29 
Operations Supervisor  Hourly $37.96 $46.50 
IT Specialist  Hourly $32.34 $39.32 
System Administrator Hourly $41.28 $50.17 
IT Manager Hourly $51.66 $61.04 
Executive Director Hourly $68.01 $82.49 
Accountant II Hourly $31.49 $38.27 
Deputy Director   Hourly $53.76 $66.48 
Sr. Administrative Specialist II-Confidential Hourly $25.27 $30.71 
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Effective January 1, 2024 
Salary Range 

Position Time Base Minimum Maximum 
Dispatch Assistant Hourly $23.30 $27.08 
Dispatcher I/II Hourly $23.30 $36.02 
Dispatcher III Hourly $37.83 $39.35 
Dispatch Supervisor Hourly $41.15 $45.62 
Operations Supervisor  Hourly $39.10 $47.90 
IT Specialist  Hourly $32.99 $40.11 
System Administrator Hourly $42.10 $51.18 
IT Manager Hourly $52.70 $62.26 
Executive Director Hourly $69.37 $84.14 
Accountant II Hourly $32.12 $39.04 
Deputy Director   Hourly $54.84 $67.81 
Sr. Administrative Specialist II-Confidential Hourly $25.77 $31.33 

Effective January 1, 2025 
Salary Range 

Position Time Base Minimum Maximum 
Dispatch Assistant Hourly $23.76 $28.17 
Dispatcher I/II Hourly $23.76 $37.46 
Dispatcher III Hourly $39.34 $40.93 
Dispatch Supervisor Hourly $42.39 $46.99 
Operations Supervisor  Hourly $40.28 $49.33 
IT Specialist  Hourly $33.65 $40.91 
System Administrator Hourly $42.95 $52.20 
IT Manager Hourly $53.75 $63.50 
Executive Director Hourly $70.76 $85.82 
Accountant II Hourly $32.76 $39.82 
Deputy Director   Hourly $55.94 $69.17 
Sr. Administrative Specialist II-Confidential Hourly $26.29 $31.95 
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Agenda Item 7.g

General General Supervisory Management
Unit Designation JG G Sup M
Representation YCDA None None None
Non-Exempted Status  Yes Yes/*No Yes/No** No

Monthly Benefit Package:
    Includes: Medical, Denbtal, Vision  
Health - ee $850 $850 $975 $975
Health - ee + 1 $1,543 $1,543 $1,643 $1,643
Health - family $2,006 $2,006 $2,106 $2,106
In-lieu of Health Ins. $500 $500 $875 $875
*Medical Packages Based off 90% Kaiser Sacramento Regional Rate

Life Insurance Annual Salary Annual Salary Annual Salary Annual Salary 

CalPERS Classic 2% @55 2% @55 2% @55 2% @55
CalPERS PEPRA 2% @62 2% @62 2% @62 2% @62
Misc. Member Contribution -
EE Pays 7% 7% 7% 7%
Social Security No No No No
Monthly Longevity Service Pay: 

10 Years $130 $130 $130 $130 
15 Years $180 $180 $180 $180 
20 Years $230 $230 $230 $230 

Deferred Comp Match No No No No/***
Monthly Medical After Retirement $252 $252 $252 $700
Paid Holidays Cash: 10-12 days 10 days 10 days 10 days 
Floating Holidays 16-32 hrs 32 hrs 32 hrs 32 hrs
Annual Sick Leave Accrual 96hrs 96hrs 96hrs 96hrs
Annual Admin Leave NA NA/**** NA/***** 80hrs
Comp Time One-Time Accurals:

60hrs 60hrs 80hrs NA
COLA Increases: 

Jul 2022 2% 2%    2% 2%
Jan 2023 0%-2% 0% 0% 0%
Jan 2024 2%-4% 2% 3% 2%
Jan 2025 2%-4% 2% 3% 2%

Sick Leave Incentive $400-$500 $400-$500 $400-$500 N/A
One Time Cash            Jan 2023/24/25 $500 $500 

Vacation Buy Back 40hrs 40hrs 40hrs 80hrs

*****Indicates the position of the Operations Supervisor within this Unit Designation group receives 40hours Admin Leave 

YECA Benefits Summary 

*Indicates the position of the Systems Administrator within this Unit Designation is exempted from FLSA

*** Indicates the position of Executive Director by contract receives 6% deferred comp 
****Indicates the position of the Systems Administrator within this Unit Designation group receives 40hours Admin Leave 

**Indicates the position of the Operations Supervisor within this Unit Designation is exempted from FLSA  
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        STAFF REPORT  

Agenda Item: 8.a 

Date:  April 6, 2022 

To:  YECA Governing Board 

From:    Dena Humphrey, Executive Director  

Subject: Proposed Draft Budget for FY22/23 – Information Only 

Summary: 

This year’s proposed budget for FY22/23 captures the operational costs for current staffing of 46 FTE’s.   
The FY23 Proposed Budget is inclusive of all bargaining costs for the represented and non-represented.             

Agency Overall:   
The total proposed draft budget for FY22/23 is $7,374,753.  The use of surplus funds $350k, and revenue 
from the UCD Fire contract $109k, Arbuckle Fire $42k, $31k T-Mobile agreement, and 47k in bank 
interest and IRS Subsidies brought a total reduction of $579k, to the member allocations.  Revenue 
offsets for member allocations increased $22k or 4%.   

The total net budget increase from previous year was $251,155, or a 3.5% increase.  Majority of the 
increase came from salaries $172k with the remaining large increase coming from YCPARMIA.     

FY22/23 will be year 6 of the 10-year capital plan.  In prior years, capital costs were presented separately 
and typically funded with bond money or fund balance.  The CIP now includes a 10-year forecast, which 
evenly allocates money yearly into the capital fund to ease spikes to members and ensures future funding 
for needed equipment.   

Cost Changes for FY23:  
Salaries & benefits for 46 FTE’s increased by $172k or 3.2%.  The cost increase is inclusive of 
bargaining and reflects overall increases from i.e., CalPERS, Merits, COLA’s, Medical, and OPEB.  
CalPERS costs increased $34k, or 5% from previous year’s budgeted amount.  YCPARMIA Workmen’s 
Compensation increased $30k or 61%.  Supplies & Services major object resulted in an increase of 
$110k, or 10%.  A major contributor to this increase came from YCPARMIA with a $51k, increase in 
General Liability this was a 118% from previous budget.   

CalPERS 
Projected Future Employer Contribution Rates 

2022-23 2023-24 2024-25 2025-26 2026-27 2027-28 

Employer Normal Cost%: 10.87% 10.9% 10.9% 10.9% 10.9% 10.9% 

Employer Normal Cost $303,230 $318,391 $334,311 $351,026 $368,577 $387,006 
UAL$ $331,439 $362,000 $395,000 $415,000 $434,000 $444,000 
Total CalPERS Cost $634,669 $680,391 $729,311 $766,026 $802,577 $831,006 
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Fiscal Year Comparison 
Current year budget FY21/22 comparison to FY22/23 proposed budget: 

Proposed 
Major Objects FY21/22 FY22/23 Change Percent 
Total Salaries & Benefits  $   5,286,855  $   5,458,966  $   172,111 3.3% 
Total Service & Supplies  $   1,082,970  $   1,193,863  $   110,893 10.2% 
Total Other Charges  $      362,107  $      353,924  $     (8,183) -2.3%
Capital Equipment & Contingency  $      391,666  $      368,000  $   (23,666) -6.0%
TOTAL APPROPRIATIONS  $   7,123,598  $   7,374,753  $   251,155   3.5% 

Total Member Contribution  $   6,204,491  $   6,444,329  $   239,838 3.9% 
Total Capital Lease Payments  $      362,107  $      351,424  $   (10,683) -2.1%
Total Other   $      557,000  $      579,000  $     22,000 -4.0%
TOTAL REVENUE  $   7,123,598  $   7,374,753  $   251,155    3.5% 

FY22 Current Year – Reserve Balance Summary: 
The General Reserve established Nov 2015 for emergency needs has a current balance $1.274M, 
representing 20% of the current operating budget (goal set by the JPA Board 20%).   

The Capital/Special Projects Reserve is expected to have an FY22 yearend balance of $697k.  The 
proposed budget includes a CIP contribution of $368k into the fund for FY23.        

Four years ago the Board approved the setting aside of a small contingency fund primarily set up for 
radio equipment failures.  This year the contingency fund has not been needed, resulting in an untouched 
balance of $50k.  

FY22 
Current Reserve Balances
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JPA Board General Reserve Fund Goal Status

Use of Fund Balance 
The agency realized a $600k fund balance, as a result of vacancies and carryovers from prior 
years, as noted in the FY20/21 Financial Audit.  As a result, the agency proposes the following use 
of funds: 

1. To offset member shares for FY23, the use of $350k from fund balance was built into the FY22/23 Budget.

2. The JPA Board set the goal of having 20% of the operating budget set aside in the General Reserve fund. The 
current balance is $1.274M, reflecting 19% of the operating budget for FY23 or 96% of the Board’s goal. 
Increasing the fund by $50k, will bring the General Reserve to $1.330M, reaching 100% of the Board’s goal.

3. This line item was left open for funding options e.g., hold for potential match of grant funds, make an 
additional CalPERS UAL one-time lump sum payment; set aside in Capital Reserve; or use towards additional 
member agency off-sets, etc.

Description    Year Amount Fund Division 
 Offset Member Shares for FY23 Budget 

Increase General Reserve Fund  
Open Item for Discussion  

FY23 
FY22 

$ 350,000 
$        50,000 
$      200,000 

#10 
#20 

#30 
#30 

Total $      600,000 
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FY22-23 Proposed Member Agency Allocations 

The agency allocations shown on the table below reflects operations & maintenance on a side by side 
comparison with the CIP allocation.   

*Note: the scheduled debt service payment will be paid fully Nov 2025

Agency Totals       Last Year’s Allocations Proposed Change 

FY 21-22 FY 22-23 Increase/ (Decrease) 

Winters - O&M/Capital $264,201 $262,249 ($1,952) 

Winters - Debt Service $21,865 $21,837 ($28) 

Total $286,066 $284,086 ($1,980) 

Woodland - O&M/ Capital $2,248,278 $2,333,649 $85,371 

Woodland - Debt Service $96,491 $96,367 ($124) 

Total $2,344,769 $2,430,016 $85,247 

West Sac - O&M/Capital $2,117,873 $2,185,607 $67,734 

West Sac - Debt Service $55,139 $55,069 ($70) 

Total $2,173,012 $2,240,676 $67,664 

Yolo County - O&M/Capital $1,544,804 $1,619,496 $74,692 

Yolo County - Debt Service $143,017 $142,833 ($184) 

Total $1,687,821 $1,762,329 $74,508 

Yocha Dehe - O&M/Capital $66,606 $69,238 $2,632 

Yocha Dehe - Debt Service $8,568 $8,557 ($11) 
Total $75,174 $77,795 $2,621 
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STAFF REPORT 

Agenda Item:  8.b 

Date: April 6, 2022 

To: YECA Governing Board 

From:  Dena Humphrey, Executive Director   

Subject:          FY22/23 Proposed Capital Investment Plan (CIP) Summary 

Summary: 

The proposed CIP costs for FY23 is a continuation of the 10-year plan.  The initial draft to the 
Board for the 10-year CIP was approved April 2017.  The plan identifies when the asset is needed 
along with potential funding streams from grants or State reimbursements.  The projected 
Capital/Special Projects fund balance at FY23 yearend is projected to be $963k.   

The Board approved the 10-year CIP back in 2017, which set a fixed overall contribution of $368k 
into the plan. This allows member agencies to receive a stable allocation for capital costs and 
provides YECA necessary funds for fluent operations. The total cost over the 10 year plan is 
estimated at $3.7M comprising of multiple equipment replacements, primarily focusing on the 
replacement of the microwave system and radios in years FY24 and FY26.   

Current FY21/22 CIP Items – Status 

Uninterruptible Power Supply (UPS) ~ Completed August 2021 
The UPS has reached its end of life and provides power continuity to all servers, SAN, Network, 
and Dispatch consoles. In the event of a power failure, the UPS ensures the equipment will stay 
powered, while the building switches to generator power. In an extreme event of a generator failure, 
the UPS would provide continuous power to the equipment and dispatch consoles for a limited 
time.    

Batteries Radio Plant: ~ Slated for Completion May 2022    
Each radio site has a secondary source of power to operate the radios in the event of a power 
failure.  This is the last phase to replace the aged batteries at each of the sites that were originally 
installed for the new radio system.  The HSG grant of $66k, was approved for the purchase of the 
batteries for this project.        

Offsite SAN (Disaster Recovery): ~ Slated for Completion June 2022    
The offsite SAN is a storage array (1 of 2) that stores YECA’s backup jobs offsite to preserve data 
in the event of a catastrophic failure at YECA (fire, flood, power spike that destroys the boxes, etc.) 
that has reached end of life. 
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R730 Servers (2): ~ Slated for Completion June 2022    
The R730 servers are physical servers that support the virtual server infrastructure that are end-of-
life servers for the network (CAD, Email, file storage, CLETS, etc.) that are in need of replacement 
due to age. 

FY22/23 Proposed CIP Items:      

9-1-1 Voice Logger (Server):
The 9-1-1 voice logger records the primary VHF/UHF channels and telephone calls that are made
and received from the Vesta phone system.  This server has reached end of life.

Dispatch Furniture Consoles:  
The current furniture in the communications center was purchased 20 years ago and is showing its 
age being used 24 x 7.  The $85k, amount was used five years ago as a budgetary figure.  Recent 
quotes have projected the budgetary costs to be approximately $200k.     

TSM 8000 Server – Microwave:      
This server is the logging point for all radio system alarms from all equipment throughout the 
system. It is also the primary access point for programming and configuration of radio 
infrastructure. 

Summary of costs for the proposed FY22/23 CIP Items: 

Project Cost Status 
Voice Logger   $           52,000 Slated for FY23 

SAN    $           85,000 Slated for FY23 

TSM 8000 Server   $           17,000 Slated for FY23 

TOTAL  $          154,000 
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Agenda Item: 8.c 

FY23 CIP 
5-Year Projection

Project FY 22-23 FY 23-24 FY 24-25 FY 25-26 FY 26-27
Furniture
Dispatch Consoles $85,000

Server Room
R720 Servers (2) & R740 (2)
Offsite SAN (Disaster Recovery) $90,000
UPS
Core Switches (6) $66,000
Internet Firewalls $16,000
Interagency Firewalls $7,000
911 Voice Logger (Server only)  I $52,000
911 Voice Logger (Server only)  II $11,000 $55,000
SAN $52,000
R730 Servers (2)

Radio/911 Equipment Room
Radio/Microwave Multiplexor $380,000
Batteries for Radio Power Plant
Dispatch 911 Phones (CPE) $370,000
TSM 8000 Server - Microwave $17,000 $17,000
Zetron Toning System
Radios $235,000
Microwave Radios $135,000
Channel Banks $135,000
GPS Clocks $20,000
Comparators $205,000

Radio Sites
Batteries for Radio Power Plant
Generator for Bald
Radios $590,000
Microwave Radios $550,000
Channel Banks $100,000
GPS Clocks $130,000
HVAC $60,000 $60,000
 

Totals $154,000 $153,000 $825,000 $536,000 $1,770,000

Total per Funding Source $60,000 $60,000

$482,000

Member Agencies $154,000 $153,000 $825,000 $54,000 $1,710,000

Annual Sinking Fund $368,000 $368,000 $368,000 $368,000 $368,000

Annual Balance $214,000 $215,000 -$457,000 $314,000 -$1,342,000

Running Balance $962,527 $1,177,527 $720,527 $1,034,527 -$307,473
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8.c  FY22/23 Proposed Position Table  
         
 

 Authorized Position Resolution  
                        

as of 
03/31/2022   

   Current Proposed   

Active Positions   Effective   
FTE 

Auth   
FTE 

Funded  
FTE 

Vacant 
FTE 

Current  

Proposed 
FTE 

Changes 
FTE Auth & 

Funded 
1 Executive Director  2015 1 1   1   1 
2 HR/Fiscal Administrator  2016 0 0   0   0 
3 Sr. Administrative Specialist II – Confidential  2008 1 1   1   1 
4 Operations Manager 2008 0 0   0   0 
5 Dispatch Supervisor 1999 4 4   4   4 
6 911/Public Safety Dispatcher I/II 2015 26 26 3 23  26 
7 911/Public Safety Dispatcher III 2006 4 4   4   4 
8 Dispatch Assistant 2014 4 4  1 3  4 
9 IT Systems Manager 2012 1 1   1   1 

10 Sr. Radio Administrator  2013 0 0   0   0 
11 Radio Systems Administrator 2008 0 0   0   0 
12 Systems Administrator 2018 1 1   1   1 
13 Information Technology Specialist  2018 1 1   1   1 
14 Accountant II  2021 1 1 1 0  1 
15  Deputy Director  2021 1 1  1  1 
16 Operations Supervisor  2021 1 1  1  1 
  Totals 46 46 5 41  46 
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MEMORANDUM OF UNDERSTANDING 
 


Between the 
 


YOLO EMERGENCY COMMUNICATIONS AGENCY 
 


And the 
 


YOLO COUNTY DISPATCHERS’ ASSOCIATION 
 


 


This Memorandum of Understanding is entered into this __________ day of ___________, 2022, by 
and between the Yolo Emergency Communications Agency, hereinafter referred to as “Agency” or 
“Employer” and the Yolo County Dispatchers’ Association, hereinafter referred to as “Association”.  Its 
purpose is to promote harmonious relations between the Agency, the Association and employees in 
accordance with Section 3500-3511 of the California Government Code (Meyers Milias-Brown Act).  
 


ARTICLE 1. RECOGNITION 
 
1.1 Recognition 


 
The Agency recognizes the Association as the exclusive representative for purposes of 
collective bargaining for all full-time and regular part-time employees in classifications listed in 
Appendix A. 


 
1.2 Regular Part-Time Employee 


 
May be assigned to work twenty (20) to forty (40) hours per week. Regular part-time employees 
are covered by the MOU and receive all leaves on a pro-rata basis and all other benefits as 
specified in the benefit documents. 


 
1.3 Extra Help Employees 


 
May be regularly assigned less than twenty (20) hours per week; on an irregular “on call” basis; 
or to fill in behind a regular full-time or part-time employee on leave.  Extra Help employees are 
not covered by the Memorandum of Understanding.  
 


ARTICLE 2. EMPLOYEE AND ASSOCIATION RIGHTS 
 
2.1 Association Dues 


 
To the extent allowed by law, the Association shall be entitled to have the regular dues, fees and 
assessments of its members deducted from their paycheck in accordance with the procedures 
set forth herein. 
 
Employees shall be entitled to have dues deducted by filling out, signing and filing with the 
Agency an authorization form provided by the Association and approved by the Agency.  The 
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deduction shall continue (1) until the employee revokes such authorization, in writing; or (2) until 
the transfer of the employee to a position not represented by the Association. 


 
The employee’s earnings must be regularly sufficient after other legal and required deductions 
are made to cover the amount of the dues check-off authorized.  In the case of an employee 
who is in a non-pay status during only a part of the pay period and the salary is not sufficient to 
cover the full withholding, no deductions will be made.  
 
Dues withheld by the Agency shall be transmitted monthly to the party designated in writing by 
the Association as the party authorized to receive the funds at the address specified. 
 


2.2 Employee Rights 
 


2.2.1 No Discrimination 
 
Employees of the Agency shall have the right to form, join, and participate in the activities 
in employee organizations of their own choosing.  No employee shall be subjected to 
discrimination on the basis of his or her exercise of these rights.  
 


2.2.2 Right to Representation 
 
Any employee who is directed to attend a meeting where one of the issues is the proposed 
discipline of said employee or if the employee has a reasonable expectation that a 
disciplinary action may result, that employee shall be entitled to Association 
representation at such meeting. 
 


2.2.3 Access to Personnel Files 
 
There shall be one official personnel file for each employee.  Upon presentation of written 
authorization from the employee, employee’s representative shall have access to the 
employee’s personnel file upon request.  No written reprimand, performance evaluation, 
or negative notation shall be placed in an employee’s personnel file until that employee 
has had an opportunity to review the document.  Employees may request that additional 
information be included in the official file and shall retain the right to place a written 
rebuttal in the file in response to any negative notation, written reprimand or performance 
evaluation.  
  


2.3 Association Rights 
  
 2.3.1 Access to Work Location 


 
Reasonable access to employee work locations shall be granted to officially designated 
representatives of the Association, for the purpose of contacting members of the 
bargaining unit concerning business within the scope of representation.  Such 
representatives shall not enter any work location without the consent of a supervisor, 
manager or Executive Director. Access shall be restricted so as not to interfere with the 
normal operations of the Agency or with established security requirements.  However, 
such access shall not be unreasonably denied.  







 


 3 


 
The Association shall notify the Agency, in writing, of the names of the Association’s 
officers and designated representatives. 
 


2.3.2 List of Employees 
 
Twice a year the Agency shall furnish the Association with the names, classifications and 
date of hire of employees assigned to classifications in the bargaining unit.  


 
2.3.3 Advance Notice 


 
Except in cases of emergency, the Association shall be given thirty (30) days advance 
written notice of any new or proposed change to any Agency ordinance, resolution, rule 
or regulation directly relating to matters within the scope of representation.  The 
Association shall be given the opportunity to meet and confer with management 
representatives prior to adoption. If the Association believes that new work rules or 
procedures fall within scope of representation and that the Agency has failed to meet and 
confer prior to implementation, the Agency will meet to review the subject matter to 
determine applicability of this provision.   
  


2.3.4 Use of Agency Facilities and Bulletin Boards 
 
The Association shall be allowed reasonable use of agency office equipment for 
Association business.  Upon request, the Association shall be allowed the use of available 
bulletin board space in the emergency service area having to do with official Association 
business, provided that the material is not derogatory to Agency officials and employees.  
All materials must be dated and must identify the organization that published them.  
 
The Association and its representatives will be permitted reasonable use of Agency 
equipment normally used to conduct business, including computers, email, copy and fax 
machines to conduct Association business.   Association use of such equipment must 
comply with Agency policy.  After notice to the Association, the Agency may  terminate 
Association use of Agency equipment for failure to comply with Agency policy. 


 
2.3.5   New Hire Notification and New Employee Orientation (NEO) 
 


The Agency will notify the Association President of any new hire in a bargaining unit 
position within ten (10) days of hire.  The notice will include, to the extent known to the 
Agency, the employee’s: 
 
 a.  name 
 b.  classification 
 c.  date of hire 
 d.  Work telephone number; 
 e.  Home telephone number; 
 f.   Personal cell phone number; 
 g.  Personal email address; 
 h.  Home address 







 


 4 


 
The Agency will provide the Association the opportunity to access the orientation of each 
new Agency employees in the bargaining unit for the purposes set forth in Government 
Code section 3555.   


 
The Agency will notify the Association in advance of the scheduled date, time and location 
of the orientation as provided in Government Codes section 3556.   


 
The Association will be granted up to sixty (60) minutes at the commencement of the 
orientation to provide the employee with informational materials and otherwise 
communicate with the new employee(s) concerning the rights and obligations created by 
the Memorandum of Understanding, the role of the Association in negotiating and 
effectuating the terms of the Memorandum of Understanding, and to answer questions.  
One employee member of the bargaining unit selected by the Association will be released 
from duty to provide or assist the Association’s non-employee representative with the 
orientation. 


 
The scheduled orientation period will not be extended, delayed, or rescheduled to 
accommodate failure of the Association representative(s) to timely appear for part or the 
entirety of the sixty (60) minute period, except by permission of the Agency Director (or 
designee).   


 
The Agency will schedule the new employee to attend the Association presentation.  
However, the Agency will not compel the employee to attend the Association presentation 
if the employee wishes to refrain from such attendance.  Nothing in this MOU shall be 
construed to abridge an employee’s rights under the Myers, Milias, Brown Act. 


 
Any dispute over the meaning, interpretation, or application of this Agreement shall be 
resolved under the time limits and grievance procedure set forth in the Parties’ 2018-21 
Memorandum of Understanding.   


 
 


 
2.4 Release Time 


 
2.4.1 Negotiations 


 
One (1) employee shall be released from duty to attend negotiations and a reasonable 
amount of preparation time immediately prior to and following each negotiation session.  
Release from duty must be mutually agreed upon sufficiently in advance in order to secure 
shift coverage.  Two (2) employees shall be released for negotiations if staffing levels are 
at a minimum 75% of budgeted positions.   


 
2.4.2 Grievance Handling 


 
The Agency will grant reasonable release time to one (1) Association representative per 
shift to investigate and prepare for grievance presentation; however, said representative 







 


 5 


may not leave his/her workstation without permission from his/her supervisor.  Only one 
representative may be released at a time/per grievance. 
  


ARTICLE 3. MANAGEMENT RIGHTS 
 
Except as otherwise limited by a specific term of these policies or of the labor agreement, the Agency 
has and retains the sole and exclusive rights and functions of management, including, but not limited 
to the following: 
 


• To determine the nature and extent of services to be performed, as well as the right to 
determine and implement its public functions and responsibilities. 


• To manage all Agency facilities and operations including the methods, means and 
personnel by which such operations are to be conducted. 


• To schedule working hours and assign work. 


• To establish, modify or change work schedules or standards. 


• To direct the work force, including the right to hire, assign, promote, demote or transfer 
an employee. 


• To determine the location of all work assignments and facilities. 


• To determine the layout and the machinery, equipment or materials to be used. 
 


ARTICLE 4. BASE WAGE RATE AND RANGE IMPLEMENTATION 
 
4.1 New Employees 
 
 New employees will advance through the steps of the applicable base wage range based on 


length of service as historically calculated.  However, the Agency may accelerate the employee’s 
movement through one or more base wage steps based on its assessment of the employee’s 
demonstrated skills and abilities. 


 
4.2 Upon Promotion 
 
 Employees may be advanced from the classification of Dispatcher Assistant to the classification 


of Dispatcher I, and from the classification of Dispatcher I to the classification of Dispatcher II 
after demonstrating proven competency in established areas as defined in the Performance 
Evaluation Manual.  


 
 Employees will advance through the base wage steps of the applicable base wage range based 


on length of service as historically calculated.  However, the Agency accelerate the employee’s 
movement through one or more  base wage steps based on demonstrated skills and abilities as 
defined in the Performance Evaluation Manual.  


  
 The Agency agrees to complete all forms and paperwork necessary and in a timely manner to 


fully implement advancements through the base wage step system which is based on the agreed 
upon bench mark core competency skills. 


 


4.3 Upon Demotion 
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 If an employee is demoted as a result of disciplinary action or by voluntary choice, the 
employee’s base wage rate shall be reduced to the next lower step in the range for the class of 
position to which the employee has been demoted.  For the purposes of further step increases 
within the range, the employee shall maintain the same anniversary date.  


4.4 Work Out of Class Pay 
 


An employee designated to act in a capacity in a higher position than his/her regular 
classification without a Supervisor or Dispatcher III on site shall receive a five percent (5%)  base 
wage rate premium.  Such increase shall be paid for each hour of the assignment of one or more 
hours.  .  The length of assignment to act in a higher capacity shall normally not exceed one (1) 
year. 


 
4.4.1 Any employee who is appointed to act in the capacity of a supervisor remains a member 


of the bargaining unit, but he/she shall assume all of the duties and be subject to the 
working conditions of the other supervisors of similar rank for the duration of the 
appointment. 


ARTICLE 5. HOURS OF WORK AND OVERTIME 


5.1 Definition 


 
5.1.1 Workday 
 
 A workday is a specific and regularly scheduled period of time consisting of eight (8), ten 


(10) or twelve (12) consecutive hours daily as determined by a fixed work schedule. 


5.1.2 Work Week/Work Period 


 
 A work week/period is considered forty (40) hours in a consecutive seven (7) day period. 


5.1.3 Fixed Schedules 
 
 Employees working a fixed work schedule shall have specified starting and ending times 


to their work shifts.  These employees shall have a fixed number of consecutive hours 
per shift, though they may not have the same starting and ending times every day.  Hours 
worked in excess of the regularly scheduled daily shift (i.e., eight (8), ten (10), and twelve 
(12) hours) shall be paid in accordance with this Article.  All shifts will consist of 
consecutive workdays and consecutive days off.  


 
5.2 Overtime 


5.2.1  Definition 
 
 Overtime is that time worked in excess of an employee’s regular daily scheduled workday 


and/ or workweek.  Hours worked for the purposes of computing overtime include all hours 
actually worked, on vacation leave, or on floating holidays, within the Agency designated 
FLSA workweek.  
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5.2.2  Mandatory Overtime 


 Leadership staff will assign mandatory overtime utilizing the following criteria: 


• If not voluntarily signed up for, the overtime will be assigned to the employee 
working an eight (8) or (10) hour day.  If two or more employees are on an eight 
(8) or ten (10) hour day, the overtime will be assigned to the dispatcher with the 
least amount of overtime in the previous thirty (30) day period. 


 


• If no eight (8) or ten (10) hour day employee is available, the overtime will be 
assigned to the employee with the least amount of overtime in the previous thirty 
(30) day period. 


A regular employee who is assigned overtime on their regularly scheduled day off, with 
less than five (5) days’ notice, will be compensated at two-times (2x) the base hourly rate 
with Operations Manager approval.  This does not apply to unforeseen circumstances 
such as, but not limited to, unexpected absences or increased staffing due to weather or 
short-notice member agency operations. 


The Parties agree to meet before June 30, 2023 in order to discuss the Agency scheduling 


software and the feasibility of modifying the manner in which mandatory overtime is 
assigned. 


Pay or Compensation Time 
 
 Overtime shall be earned at the rate of one-and-one half (1½) times the employee’s hourly 


rate for each hour of overtime, and can be taken as pay or compensatory time off at the 
employee’s choice. 


 
5.2.3 Approval Process 
 
 All overtime must be approved in advance by the employee’s supervisor.  Overtime will 


be approved only when work cannot be accomplished by currently assigned personnel 
within normal working hours.  Supervisors, at all levels, are responsible for examining 


workload and staff resources before posting overtime. Supervisors, at all levels, are also 


responsible for avoiding the use of overtime by changing workload priorities when 
practicable and temporarily reassigning available on-duty staff to handle unexpected  
workload peaks. 


 
5.2.4  Changes in Shifts 


 
 Except as provided herein for training, an individual employee’s shift shall not be altered 


or flexed on a day-to-day basis to avoid overtime unless mutually agreed upon by the 
employee and the Agency.  The Agency may alter or flex an employee’s shift within the 
employee’s workweek to meet that employee’s Agency training objectives and avoid or 
reduce associated overtime.  Except in an emergency, the Agency will provide the 
employee not less than seven (7) days advance notice of such deviation from the 
employee’s regular shift schedule.    
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5.2.5 Split Shifts 
 


Except in cases of extreme emergency, employees ordered to return to work on their 
day off shall only work assignments which are consecutive hours; employees will not be 
required to work split shifts.  Shifts may be split by mutual agreement between the 
employee and the employer. 


 
For purposes of this Section, routine staffing shortages shall not constitute an extreme 
emergency. 


 
5.2.6 Alternative Work Schedule 
 


The parties agree that alternative work schedules may be explored during the term of this 
MOU. Such commitment to review alternate schedules does not commit the Agency to 
schedule shifts that include mandatory payment of overtime or would require a waiver 
from Fair Labor Standards Act provisions.  


5.3 Compensatory Time 


5.3.1 Rate 
 
 Compensatory time off shall be earned at a rate of one-and-one-half (1½) hours off for 


each hour of overtime worked. 


5.3.2 Records 
 
 All compensatory time accrued shall be properly recorded in the time and attendance 


payroll records. 
 
5.3.3 Accrual Cap 


 
Effective upon Board adoption of this 2018-21Memorandum of Understanding, the 
accumulation of CTO in any single fiscal year will be limited to a maximum of sixty (60) 
hours.  
 
Employees may carry over their unused CTO hours from fiscal year to fiscal year. 
However, at no time may the employee receive CTO in lieu of overtime pay that would 
cause the employee’s accumulated CTO balance to exceed one hundred twenty hours 
(120).   
    
Compensatory time off may be taken upon the employee’s request, subject to approval 
by the scheduling supervisor.  The Agency shall not unreasonably deny the employee’s 
request (i.e. grant the request unless the requested time off would unduly disrupt the 
Agency’s operations).       
 
Employees who are subpoenaed to testify before a court or in an administrative agency 
proceeding must notify their supervisor as soon as practicable of the date and time of 
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the required appearance and provide a copy of the subpoena.  If the appearance is 
scheduled to occur during the employee’s workweek but not on the employee’s shift, the 
agency will attempt to alter the employee’s schedule to provide the employee a 
reasonable period of rest on the night before or after the appearance (or both) as 
reasonably determined by the Agency Director to be reasonably necessary.  If the 
appearance and the accommodation of reasonable rest, as determined by the Agency 
Director, dictates that the employee miss a portion or the entirety of his or her 
scheduled shift and it cannot be rescheduled within the employee’s normal workweek, 
the employee will be granted administrative leave with pay for the portion of the shift 
missed.  This paragraph applies only to appearances concerning circumstances within 
the course and scope of the employee’s Agency employment and to which the 
employee is not a plaintiff against the Agency or its member agencies. 


5.3.4 Compensatory Cash Out 
 
Compensatory time cash out must be in increments of four (4) hours. 


Employees may cash out up to forty (40) hours of accrued compensatory time off in April 


and October of each year.  Employees must provide a written request to the Executive 
Director, on the form specified by the Agency setting forth the specific number of comp 
hours the employee desires to cash out at least thirty (30) days in advance prior to April 
and October.   


An employee whose comp balance is insufficient to receive the full amount of cash out 
indicated on the employee’s request will receive cash out to the extent they have 
accumulated hours available in their comp account subject to the four (4) hour 
requirement above. 


 
5.4 Posting/Notice of Schedule 
 


The Agency shall post work schedules at least four (4) weeks in advance.  Insofar as practical, 
the Agency shall update posted work schedules as changes occur.  The agency shall pay 
overtime at the rate of time and one half (1½) for the first rescheduled shift the employee works 
with less than a five (5) day notice.  


5.5 Meal Periods 


 5.5.1 Meal and Rest Periods  
 
All employees working an eight (8) hour shift in a day shall receive a thirty (30) minute 
meal period and two (2) fifteen (15) minute rest periods in each day. 


All employees working a twelve (12) hour shift in a day shall receive a thirty (30) minute 
meal period and three (3) fifteen (15) minute rest periods in each day.  


All employees working a ten (10) hour shift shall receive a thirty (30) minute meal period 
and two (2) twenty (20) minute rest periods. 


5.5.2 Scheduling Meals and Rest Periods 
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 Supervisors and employees will develop mutually agreeable break and meal periods, 


schedules, providing minimum staffing coverage.  One rest period may be combined with 
a meal period with the approval of the immediate supervisor. Rest periods not granted or 
granted and not taken due to emergency operational necessity shall not be accumulated.  
Rest periods shall not be unreasonably denied. 


ARTICLE 6. PROBATION PERIOD 


6.1 New Employees 


 6.1.1 Dispatcher Assistants 
 
Newly hired Dispatcher Assistants shall serve a total of twelve (12) months as a 
probationary period. The probationary employee shall acquire regular status at the 
successful completion of the twelve (12) month period of time. Performance evaluations 
and merit increases shall occur at six (6) months and then at the completion of twelve 
(12) months in the Dispatcher Assistant classification and then annually thereafter.  
 


 
6.1.2 Dispatcher l, ll, and lll 


 
Newly hired Dispatcher I/II personnel shall serve a total of eighteen (18) months as a 
probationary period.  The probationary employee shall acquire regular status at the end 
of the eighteen (18) month period of time.  Newly hired regular part-time employees shall 
serve a probationary period of twenty-four (24) months.  


 
A Dispatch Assistant who is promoted to Dispatcher I shall serve a probation period of 
twelve (12) months. 


 
A newly promoted Dispatcher III shall serve a total of twelve (12) months as a 
probationary period. During the probationary period, a performance evaluation shall be 
given in accordance with YECA Policy.  


 
6.2 Upon Voluntary Demotion 
 
 Upon a voluntary demotion, employees shall serve a total of nine (9) month probationary period 


with a merit increase and performance evaluation occurring after the successful completion of 
the nine (9) month probationary period.  


 
6.3 Former Employees   
 


At the discretion of the Agency, former Agency employees who are rehired within twelve (12) 
months of separation from the Agency may serve an abbreviated probation period of six (6) 
months.  


6.4 Dismissal 
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 The probationary period is considered an extension of the selection process.  An employee may 
be rejected from a probationary appointment at any time without right of appeal, hearing or 
review. 


 
6.5 Extension of Probation 
 


Upon written agreement between the Agency Executive Director and the Association, the 
employee’s probation may be extended for a period not to exceed three (3) months.  Any 
extension of a probationary period shall be for training purposes.   


ARTICLE 7. PERFORMANCE EVALUATION 


7.1 Probationary Employees 
 


The immediate supervisor shall conduct performance evaluations of each probationary 
employee at regular intervals during the probationary period as provided in YECA Personnel 
Policies.  


 
7.2 Regular Employees 
 


In accordance with current personnel policy, performance evaluations of employees who have 
gained regular status shall be performed at least once annually to coincide with the employees’ 
anniversary date.  Upon request, employees have a right to review evaluations and verbally 
discuss the evaluation with their supervisor prior to final completion of the evaluation.  Upon final 
completion, the employee shall sign the form, indicating only that they have been provided a 
copy of the evaluation.  The employee shall have thirty (30) days in which to respond in writing 
to the evaluation if they so choose and have that response attached to the evaluation.  Step 
increases shall not be held due to delay in completing performance appraisal paperwork.   


ARTICLE 8. HOLIDAYS   
 
8.1 Holiday Pay 
 


Each full-time employee covered by this Agreement shall receive holiday pay monthly.  
Employees shall be paid for twelve (12) holidays per year at the rate of eight (8) hours per month. 
However, employees may in the first two weeks of June elect to forego such payments for up to 
two (2) of the holidays and use them instead as paid floating holidays in the ensuing fiscal year, 
and payment for the remaining ten (10) will be evenly dispersed over twenty-four pay periods in 
the ensuing fiscal year. 


8.2 Floating Holiday 
 
 Regular employees shall be granted up to sixteen (16) hours per fiscal year of non-accumulative, 


floating holiday time, which may be taken off as full or partial days upon the Executive Director 
or his/her designee’s prior approval.  Employees hired after July 1 of the fiscal year shall be 
granted such floating holidays on a prorated basis.  Upon termination of employment, floating 
holidays shall be paid at the straight time rate. 


 
8.3 Holiday Pay for Regular Part-Time Employees 
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Regular part-time employees shall receive a pro rata share of holiday hours allocated to full-time 
employees based on the direct proportion  the part-time service bears to regular full-time service 


 
8.4 Pay for Holidays Worked  
 


Regular employees who work on the following holidays, whether regularly scheduled or who are 
on voluntary or assigned overtime, shall be entitled to receive overtime at one-and-one half (1½) 
times the hours worked.  Employees covered by this agreement shall receive overtime pay for 
the actual date of the following holidays, not the date observed by administrative personnel:   


 
Dr. Martin Luther King, Jr. Birthday 
President’s Day  
Memorial Day,  
Labor Day,  
Veterans’ Day  
Friday following Thanksgiving Day  


 
Regular employees who work on the following holidays, whether regularly scheduled or who 
are on voluntary or assigned overtime, shall be entitled to receive overtime at double (2X) 
times the hours worked. Employees covered by this MOU shall receive overtime pay for the 
actual date of the holiday, not the date observed by administrative personnel:  
 


January 1 – New Years’ Day  
July 4th – Independence Day  
Thanksgiving Day  
December 25 – Christmas Day 


ARTICLE 9. VACATION       


 
9.1 Eligibility 
 
 Regular employees shall begin to accrue vacation leave as described below upon the start of 


active employment with the Agency and are entitled to a paid vacation after thirteen (13) 
consecutive bi-weekly periods of employment.  Vacation shall be taken only to the extent already 
accrued.  
 
Employees are encouraged to utilize vacation hours first prior to using compensatory time in 
order to avoid reaching the maximum accrual of vacation hours.  
 


9.2 Accruals 
 


Regular full-time employees shall accrue vacation in accordance with the following schedule at 
the start date of active employment: 
 
0 thru 2 years   3.08 hours per bi-weekly period or 80.08 hours annually 


3 thru 5 years:   4.62 hours per bi-weekly period or 120.12 hours annually 


6 thru 8 years   4.93 hours per bi-weekly period or 128.18 hours annually 
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9 thru 11 years   5.24 hours per bi-weekly period or 136.24 hours annually 


12 years    5.54 hours per bi-weekly period or 146.04 hours annually 


13 years    5.85 hours per bi-weekly period or 152.10 hours annually 


14 years    6.16 hours per bi-weekly period or 160.16 hours annually 


15 years    6.47 hours per bi-weekly period or 168.22 hours annually 


 
9.3 Vacation Accrual for Regular Part-Time Employees 


 
Regular part-time employees shall accrue a pro rata share of vacation hours allocated to full-
time employees based on the number of regularly scheduled hours in a month.  
 


9.4 Maximum Vacation Accumulation 
 
 Vacation shall be scheduled so large amounts of vacation time will not be accumulated.  A full-


time employee will not be permitted to accumulate unused vacation in excess of two hundred 
eighty (280) hours.  Full-time employees with fifteen (15) years of service may accumulate up to 
three hundred twenty (320) hours of unused vacation.  A regular part-time employee may 
accumulate a maximum of one hundred and forty hours (140) of unused vacation.  


 
9.5 Vacation Bidding 
 
 Vacation leave is normally scheduled in advance and shall be approved by the employee’s 


immediate supervisor.  Each employee shall be permitted to exercise their right of seniority as 
defined in Article 16, Seniority for one (1) primary vacation period per year.  Bidding shall take 
place in the request period between October and November for the following calendar year, and 
shall occur as outlined below.  Calendar year for the purpose of vacation assignments is 
February 1st through January 31st.  
 
If an employee wishes to save some of their primary vacation time for a later date, they could 
submit for the time and have it covered with the following guidelines: 
 


• The request must be submitted a minimum of 45 days in advance of the requested time 
off 


• No other employee on the same shift is on a primary vacation during the requested time 
off 


• The vacation must fall within the same February-January rotation of the bid 
 
9.5.1  Primary Vacation Requests 
 


All employees shall have the right to request a primary vacation not to exceed two (2) 
weeks in duration.  After all employees have had an opportunity to bid for a primary 
vacation, those employees with eight (8) to thirteen (13) years of service will have the 
opportunity to bid for a third week, and subsequently, employees with fourteen (14) years 
or more years of service will be eligible to bid for a fourth week of primary vacation.   
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The Executive Director or his/her designee must approve vacation bids for time in excess 
of two (2) weeks.  Primary vacation schedules will be posted by the end of November.  
Employees are not responsible for finding coverage for primary vacation requests.  
Employees may not exercise their seniority for more than one (1) year for designated 
desirable vacation times unless no one requests the same time (designated desirable 
vacation times shall mean Christmas, Thanksgiving or July/August). 
 
During primary vacation selection, employees will be permitted to “split” their primary 
vacation request into two non-consecutive weeks.  The first week will be selected in order 
of seniority during the Primary Vacation Requests bidding in accordance with this Section 
9.5.1. 
 
After all employees have been afforded an opportunity to select a primary vacation, any 
employee who selected only one week may then select a second week, in order of 
seniority.  After all employees have been offered an opportunity to select two (2) weeks 
primary vacation, eligible employees will bid for their third and fourth week, secondary 
vacation requests shall proceed in accordance with Section 9.5.2. 
 


9.5.2  Secondary Vacation Requests 
 


Employees may also bid in order of seniority for a secondary vacation request during a 
posted time period prior to each shift schedule change.  Secondary vacation requests are 
subject to minimum staffing needs.  Requests will not exceed two (2) weeks.   
 
A secondary vacation request may be “split”. The request cannot be split more than once.  
Each section of the split must have a minimum of four (4) days.  For example, an 
employee who exercises his/her seniority for a secondary vacation could request the first 
seven (7) days in the month of May and the last seven (7) days in the month of May. 


 
9.5.3 Seniority Requests  
 


Employees may exercise their right of seniority (after their 8 year and 14 year anniversary 
dates) for the additional accrued week of vacation during the annual vacation sign-up. 
However, the additional requested vacation time should fall after the employee’s 
anniversary date for that calendar year.  
 
If there is a conflict in available time for the additional week (i.e., no time available), the 
employee should contact their immediate supervisor to work out a resolution. 
 
In the case of a supervisor (that has promoted from within) who has demoted to 
Dispatcher II, time served as a supervisor will be included in Dispatcher II classification 
seniority. 
 


9.5.4  Separate Bids for Supervisors  
 


It is the intent of the Agency to have supervisors select vacation separately from 
employees covered by this MOU when there is sufficient staffing. 
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9.6 Absence 
 


An employee who is absent without pay more than forty (40) hours in a bi-weekly pay period 
shall not earn vacation for that pay period. 


 
9.7 Illness While On Vacation 
 


An employee who is on regularly scheduled vacation and becomes ill may request to use sick 
leave for those days by providing the Employer with medical certification of the illness/injury. 


 
9.8 Vacation Cash Out 


 
Employees may cash out up to forty (40) hours of accrued vacation per calendar year, payable 
in April and October for a total not to exceed forty (40) hours per calendar year.  Employees 
must submit a written request to the Executive Director within thirty (30) days or less, of the HR 
document cut-off period for the second pay period of the month on the form specified by the 
Agency, setting forth the specific number of vacation hours the employee desires to cash out at 
least thirty (30) days prior to October 1 or April 1, depending on the month in which the employee 
desires to cash out vacation.  Vacation must be cashed out in a minimum of four (4) hour 
increments.  An employee whose vacation balance is insufficient to receive the full amount of 
cash out indicated on the employee’s election form will receive cash out to the extent he or she 
has accumulated vacation hours available in his or her vacation account subject to the four (4) 
hour requirement above.   


 
ARTICLE 10. SICK LEAVE 
 
10.1 Accrual 


 
10.1.1 Full-Time Employees 
 
 Regular full-time employees shall accrue 3.70 hours of sick leave with each bi-weekly pay 


period of service.  All unused sick leave may be carried forward into each ensuing year. 
 


10.1.2 Part-Time Employees 
 
 Regular part-time employees shall accrue sick leave in direct proportion as the part-time 


service bears to regular full-time service. 
 


10.1.3 Leave without Pay 
 
 An employee who is absent without pay more than forty (40) hours in a bi-weekly pay 


period shall not earn sick leave for that pay period. 
 
10.2 Sick Leave Usage 
 


10.2.1 Sick Leave Usage 
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 Sick leave may be granted for illness of the employee or the employee’s immediate family.  
Sick leave shall be granted only to the extent it has already accrued.  For the purposes 
of this article, immediate family shall mean the employee’s spouse/ registered domestic 
partner, sibling, parent, child or child of the domestic partner. Before granting approval 
the supervisor may require reasonable verification of the need for sick leave use. 
Employees must be notified in advance of such a requirement.   


 
 The Employer may request a doctor’s note for an employee’s illness causing absence of 


three (3) or more consecutive shifts; or if a documented pattern of abuse has been 
established or when abuse is suspected.  


 
10.2.2 Medical and Dental Appointments 
 
 Sick leave may be used for medical and dental office appointments when authorized by 


the supervisor when such medical and dental appointments cannot be made outside 
normal working hours.  Once the appointment has been approved, the Employer will 
make every effort to release the employee from duty. 


 
10.3 Sick Leave Usage While On Leave 
 


10.3.1 Maternity Leave  
  
 Maternity leave shall be granted in accordance with applicable State and Federal laws.  


Sick leave shall be utilized for the disability portion of the leave. 
 


10.3.2 Adoptive Leave  


 


 Adoptive leave shall be granted in accordance with applicable state and federal laws.  
Request for leave shall be submitted to the Executive Director as soon as feasible.  Sick 
leave may be utilized as specified in 10.2.1.   


 
 10.3.3 Child Bonding Leave 


 
 Child Bonding leave shall be granted in accordance with applicable State and Federal 


laws.  Request for leave shall be submitted to the Executive Director as soon as feasible.  
Sick leave may be utilized as specified in 10.2.1. 


 
10.3.4 Paid Leave Exclusions   
 
 Sick leave shall not be authorized when the disability arises from willful misconduct. 


 
10.4 Sick Leave Payoff 
  
 An employee may elect to be paid for one-half (½) of any accumulated sick leave in excess of 


two hundred (200) hours upon his/her retirement, layoff or death.  No other payment for 
accumulated sick leave shall be made upon termination of employment. 


 
10.5 Sick Leave Incentive Pay 
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 10.5.1 Qualifications 


 
 Consideration will be given to all personnel who were YECA employees on December 1 


or before, of the preceding year. Employees must be employed for one (1) full year before 
qualifying for this program. 


 
 10.5.2 Review Period 


 
The sick leave review period will the first pay date in November through the last pay date 
in October each year.  Incentive bonus payments will be made no later than the second 
pay date in November of each year. 


 
10.5.3 Incentive Bonus 


 
Employees who use sick leave for less than 2.12% of all work time including overtime 
shall be eligible for an incentive bonus of Four Hundred Dollars ($400.00).  Any employee 
utilizing sick leave for less than 1.06% of all work time (including overtime) shall be eligible 
for an incentive bonus of Five Hundred Dollars ($500.00).  Part-time employees are 
eligible for a pro rata share of the incentive bonus.  
 


 
ARTICLE 11. LEAVES 
 
11.1 On the Job Injury/Illness 
  
 If an industrial injury or illness results in an employee being absent from work, accumulated sick 


leave shall be applied to time off work in an amount which, when added to Workers’ 
Compensation benefits (paid or payable), provides compensation equal to the employee’s base 
wages or salary.  Upon the exhaustion of accumulated sick leave, vacation, floating holidays 
and other accrued leaves shall be applied in the same manner. 


 
If an employee receives Workers’ Compensation payments which, when added to the sums paid 
or payable pursuant to the above provisions, exceed the employee’s base wages or salary for 
the period of absence, the employee shall repay the Agency the amount of such excess 
whereupon the Agency will adjust the employee’s accrued leave balance accordingly.  If the 
employee fails to repay the Agency within thirty (30) days of a written request therefore, any 
further amounts payable under this Section shall be reduced by the amount of such unpaid 
excess payment(s). 
 
On the Job Injury/Illness leave shall run concurrent with Family Medical Leave Act (FMLA) time. 
In accordance with the FMLA, the Agency shall pay for medical and dental premiums for the first 
three (3) months of the leave in the same amount paid on behalf of the employee while at work.  


 
 11.1.1 Accruals 


 
 An employee who has been injured on the job and is receiving Workers’ Compensation 


shall continue to receive sick leave, vacation, and holidays. 
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 11.1.2 Exhaustion of Benefits 


 
 An employee who has exhausted Workers’ Compensation payments and all accrued 


leaves may request a leave of absence without pay.  An employee who fails to submit a 
written request for such leave before the expiration of Workers’ Compensation payments 
and accrued leave shall be subject to disciplinary action and may be deemed to have 
automatically resigned. 


 
11.1.3 Reporting an Injury/Illness 
 
 An employee who is injured on the job shall, within twenty-four (24) hours, report on 


prescribed forms such injury to the employee’s immediate supervisor.  Failure to do so 
shall be a valid reason for disciplinary action. 


 
11.2 Military Leave 
  
 The Agency shall grant military leave in accordance with the California Military and Veterans 


Code and the Uniformed Services Employment and Reemployment Rights Act (“USSERA”).  
The Executive Director shall be properly notified in writing of impending leave at least two (2) 
months prior to the pending leave or as soon thereafter as possible. 


 
11.3 Jury Duty 
 
 An employee shall receive his/her regular salary for any such period of required service as a 


juror or witness.  All monies received from the courts for jury per-diem shall be surrendered to 
the Agency.  Employees shall report for work when less than a normal workday is required by 
such duties. 


 
 When reasonable, an employee on jury duty will be administratively reassigned to day shift for 


the extent of such jury duty.  The decision regarding such a change in shifts will be dependent 
on the jury duty requirements and duration.  


 
11.4 Leave of Absence without Pay 
 
 Leave of absence without pay may be requested in writing by the employee to the Executive 


Director.  Such leave may be granted at the discretion of the Executive Director.  No holiday, 
vacation, sick leave, or other benefits are earned during the leave of absence.  The leave shall 
be without pay.  Leave of absence without pay may be granted only after all accrued vacation 
has been exhausted.  The Executive Director may approve a leave prior to the exhaustion of all 
accrued vacation leave on a case by case basis. 


 
11.5 Bereavement Leave 
 
 Upon approval of the Executive Director or designee, bereavement leave because of the death 


of a member of an employee’s immediate family shall be granted with pay up to three (3) working 
days.  An employee may request additional time off and if approved may use accrued leave 
balances. 
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An employee’s immediate family shall mean employee’s spouse/registered domestic partner, 
child/ stepchild, child/stepchild of domestic partner, father, mother, brother, sister, uncle, aunt, 
nephew, niece, mother-in-law, father-in-law, brother-in-law, sister-in-law, grandmother, 
grandfather and grandchildren. Such leave shall not be charged against an employee’s vacation 
or sick leave but shall be in addition to such leave.  An employee may be requested to furnish 
satisfactory verification for use of family bereavement leave.   
 
Additionally, the Executive Director will consider granting an employee time off for bereavement 
leave for others not designated in the above category and if approved, the employee may use 
accrued leave balances.  
 
Leave taken under this Section will not count against an employee for the purpose of determining 
sick leave bonus eligibility. 


 
11.6 Revocation of Leave 
 
 The Executive Director may revoke or terminate any leave of absence upon determining that the 


cause for granting it was misrepresented or has ceased to exist. 
 
11.7  Family and Medical Leave Act 


 
The Agency shall comply with the provisions of the federal Family Medical Leave Act (FMLA) 
and the State of California Family Rights Act (CFRA).  FMLA/CFRA time shall run concurrently 
with sick, vacation and any other paid leave balances.  If an employee exhausts all paid leave 
prior to the expiration of the FMLA/CFRA leave, the employee shall be entitled to unpaid leave 
for the duration of the eligible qualifying event.  The employee shall have the option to use 
accrued compensatory time off (CTO) for an FMLA/CFRA-qualifying event. 
 


11.8 Donation of Paid Leave 
 
11.8.1. GENERAL INFORMATION  
 


11.8.1.1. Paid leave is defined as vacation, floating holidays, administrative leave and 
sick leave.  Per FLSA, Compensatory time off (CTO) is not an accrued “leave” but rather 
a form of “salary” or “wages”.  Time worked and banked as compensatory time off 
subsequently must be paid at the rate it was accrued to the employee in equivalent time 
or cash value.  
 
11.8.1.2. Paid leave may be transferred from one employee to another in accordance 
with this policy upon the express written approval of the manager of both the employee 
proposed to receive the leave and the employee proposed to donate the leave.  A transfer 
may be approved for up to four (4) pay periods at a time or lump sum within the current 
fiscal year.  
 
11.8.1.3. Transfer of paid leave from one employee to another, pursuant to this policy 
shall be allowed only in unusual, unanticipated, emergency situations involving illness of 
an employee or a member of the employee’s immediate family. 
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11.8.1.4. Transfers of leave under this policy may be made without regard to division 
or bargaining unit or rate of pay.  


 
11.8.2. CRITERIA 
 


11.8.2.1. A request for transfer of paid leave may be approved by the manager of the 
employee proposed to receive the leave, at his/her discretion, only when the following 
criteria are met: 
 


11.8.2.1.1. The employee receiving transfer of paid leave shall provide the 
manager with a statement from a physician outlining the treatment plan for the 
patient and verifying the necessity of time off for the employee.  
 
11.8.2.1.2. The employee requesting transfer of paid leave shall have exhausted 
all forms of leave accrued, including but not limited to sick leave, vacation, floating 
holidays, compensatory time and administrative leave.  
 


11.8.2.2. No employee may donate more hours than he/she has currently accrued in 
sick leave, vacation and floating holidays.  Employees donating sick leave shall not have 
that time counted against credit for YECA’s Sick Leave Incentive. 
 
11.8.2.3. Request for transfer of paid leave shall be submitted on forms provided by 
the Administrative Coordinator. 
 
11.8.2.4. Forms for transfer of paid leave approved by the Manager must be 
submitted to the Administrative Coordinator.  
 
11.8.2.5. If approved forms are not submitted timely, the employee will be on leave 
of absence without pay for that pay period or portion thereof for which the employee has 
insufficient paid leave.  
 
11.8.2.6. For the purposes of this policy, paid leave shall mean sick leave, vacation 
time and floating holidays.  
 


 This policy may not be applied retroactively. 
 
11.9 Job Abandonment 


 
Except as otherwise provided by applicable law, all absences require that the employee 
provide advance notice to and receive the approval of a supervisor.  Except as otherwise 
provided by applicable law, an employee who is absent without notice and without supervisory 
approval for five (5) consecutive work days will not be paid for the period of absence and will  
be deemed to have abandoned his or her position and voluntarily resigned effective at the 
conclusion of the work day of the fifth consecutive absence.   
 
The individual who has constructively voluntarily resigned shall be sent a confirmation of his or 
her constructive voluntary resignation from employment.  Such confirmation shall be sent (by 
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certified mail, return receipt requested) to the individual’s last recorded address contained in 
his or her Agency personnel file.  Such notice shall specify the date, time, and location at 
which the individual may meet with the Executive Director or his/her designee to provide any 
facts, other evidence, or arguments the individual may wish to offer to explain the absence and 
why it should not be deemed a constructive resignation.  On request, the individual may ask for 
and be granted the right to have an Association representative in attendance at such meeting. 
The Executive Director (or designee) may reinstate the individual if, in the Executive Director’s 
opinion, the information provided by the individual warrants such reinstatement.   
 


ARTICLE 12. WAGES AND PAY PROVISIONS 
 
12.1 Errors 


 
For errors of any kind resulting in overpayment of wages, employees shall reimburse the Agency 
through payroll deduction to cover the same number of pay periods in which the error occurred.  
Employees shall be allowed to also deduct accrued leave balances, with exception of sick leave 
for purposes of repayment.  Should an employee separate from service before the overpayment 
is paid in full, the remaining balance shall be deducted from their final paycheck.  Nothing 
precludes the Agency and the employee agreeing to a longer or shorter payment plan.  In no 
event will retroactive payroll errors be made beyond the statute of limitation of the Fair Labor 
Standards Act. 


 
12.2 Base Wage Rates 


 
Base wage rates of covered classifications in effect on the day before this MOU takes effect will 
remain unchanged except as provided in this MOU.  Base wage rates for all classifications 
effective July 1, 2022, January 1, 2023, January 1, 2024, and January 1, 2025, respectively, are 
listed in Appendix A. 
 


12.3 Call Back Pay 
 
When an employee is called back to work after he/she has completed an assigned shift and left 
the work site, the employee shall be credited for all hours worked or minimum of three (3) hours 
whichever is greater.  


 
 Call back time shall be paid at the overtime rate. 
 
 Time worked, for which the employee is entitled to compensation, shall include reasonable travel 


to the worksite not to exceed forty five (45) minutes. 
 
12.4 Shift Differential and Rotation 
 
 12.4.1 Shift Pay 


 
Effective the first full pay period in July 2022, an employee shall be paid an additional one 
dollar ($1.00) for each hour worked between 6:00 p.m. and 6:00 a.m.   


 
12.4.2 Shift Rotation 
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 Dispatchers on probation and/or with less than three (3) years of Agency service shall be 


required to change their shift choice once in every three rotations.    Dispatchers with a 
minimum of three (3) years of experience within classification, or three (3) years of 
combined experience as a Dispatcher I/II or III shall not be subject to rotation provided 
there is equal distribution of skill levels among all shifts. The Agency reserves the right to 
place personnel by seniority to ensure equal staffing without a re-bid.  


 
 This provision does not apply to Dispatch Assistants. 
  
12.4.3 Trades of Shift Rotations 
  
 Employees may trade shift rotations with other employees but the request must be 


approved by the immediate supervisor and Operations Manager prior to the posting of 
the work schedules.  The Agency reserves the right to change individual employees’ 
schedules in order to provide for a balance of skills, abilities and experience or due to 
conflicts between employees on the same shift.  At the request of the Association, the 
Executive Director will meet to discuss the reasons for and the duration of any changes.  


 
12.5 Bilingual Pay 
 
 Effective the first full pay period in July 2022, the Agency agrees to pay eligible employees one 


hundred twenty-five dollars ($125.00) per month for bilingual pay. Qualifying second languages 
include Russian and Spanish.  
 


12.6 Training Pay 
 


The Agency shall pay Dispatch employees it assigns to train other Agency employees a five 
percent (5%) premium over the employee’s base hourly wage rate, payable in quarter (1/4) hour 
increments, for hours actually spent training and training related activities.  Such activities may 
include attendance at training meetings, preparing training related paperwork, academy 
instruction, working on training manuals and other training related activities.  Such premium will 
not apply to “sit-a-longs or to orientation of new employees or non-employee candidates for 
Agency employment. 


 
12.7 Standby Duty (On-Call) 
 
 12.7.1 Notice 


 
 When an employee is assigned standby duty, the agency shall inform the employee of 


the dates and hours of such assignment at least one (1) week in advance, except in 
unforeseen circumstances. 


 
12.7.2 Stand by Pay 


 
Employees scheduled or placed on standby duty shall be paid at the rate of $2.50 per 
hour on regular work days and days off for the entire scheduled period of such assignment 
(until such time as the employee is called and returns to work). 
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 12.7.3 Requirements of Duty 


  
 Standby duty requires the employee so assigned: 
 
 1. To be ready to respond immediately to calls for service; 


2. To be reachable by telephone or pager; 
  3. To remain within a reasonable distance of the work location; and 


4. To refrain from activities that might impair the employee’s ability to perform 
assigned duties. 


12.8 Longevity Pay 
 
Effective July 1, 2022, all employees who have completed ten (10) fifteen (15) and twenty (20) 
years of service shall receive the following monthly longevity pay increases to their regular 
monthly pay beginning with the anniversary of their 10th, 15th or 20th year.  
 


 10 years of service: $130.00 per month 


 15 years of service: $180.00 per month 


  20 years of service: $230.00 per month 


 
12.9  Court Overtime 


 
If an employee covered by this MOU is required by subpoena to appear in court or to give a 
deposition as a result of action taken or observed within the scope of employment with the 
Agency, the employee shall receive their full pay while doing so with no loss of time if they are 
on regular duty.   
 
If the employee is not on duty, the Agency shall compensate the employee at one- and-one-
half (1½) times their regular rate of pay for two (2) hours or the actual time spent in any 
appearance, whichever is greater. 
 
Court appearances cancelled with less than twelve (12) hours’ notice on an employee’s day off 
shall be compensated at a rate of two (2) hours, paid at the employee’s regular rate of pay. 
 


ARTICLE 13. HEALTH, WELFARE AND RETIREMENT 
 
13.1 Health Benefits 
 
 The Agency will provide a group medical insurance program through the CalPERS Public 


Employees Medical and Hospital Care Act (PEMHCA) for all eligible employees.  
 


13.1.1 Flexible Benefits Plan 
 
The Agency provides a Flexible Benefits Plan which includes medical, dental, vision and 
a cash option. 
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Upon proof of alternate medical insurance, the employee may opt out of medical 
coverage.  Participation in the dental and vision coverage is mandatory and the premiums 
shall be deducted pre-tax from the employee’s portion of the cash option provided for in 
Section 13.1.3.  
 
Regular part-time employees who are regularly assigned to work more than twenty (20) 
hours and less than forty (40) hours per week will receive fifty percent (50%) of the full-
time benefit.   


 
The Agency shall provide the CalPERS medical plan provisions for coverage of registered 
domestic partners. 


 
13.1.2 Contributions to the Flexible Benefits Plan  
 


The Agency shall contribute ninety percent (90%) of the CalPERS Sacramento Regional 
rate of the Kaiser HMO Employee+1 or Family plan or Eight hundred fifty dollars ($850.00) 
for the Employee-Only plan, whichever is higher.  The employee shall pay the balance of 
any remaining premium cost.  
 
An employee who waives medical coverage may receive a cash distribution up to a 
maximum of five hundred dollars ($500.00) per month and shall pay the employee portion 
of the dental and vision premiums out of that amount. 
 
If medical premiums exceed the amount of the Agency’s contribution into the Flexible 
Benefits Plan, the employee shall pay the remaining monthly premium through payroll 
deduction. 


 
 
13.2 Dental Benefits 
 
 The Agency shall maintain the existing benefits provided through a group dental plan, as part of 


the flexible benefits plan.  All employees are required to select the dental plan. 
 


13.3 Vision Plan 
 


The Agency shall provide vision insurance as part of the flexible benefits plan.  All employees 
are required to select the vision plan. 


 
13.4 Short/Long Term Disability Insurance 
 


All employees are required to participate in the disability plan.  Premium cost is based on salary 
and paid by the employee through payroll deduction.  Any changes to the current disability plan 
shall be by mutual agreement of the Association and the Employer. 


 
13.5 Life Insurance 
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The Agency shall provide for group life insurance equal to the employee’s annual salary at the 
Employer’s expense.  
 


13.6 Changes in Insurance  
 


The Agency and Association shall meet during the term of this Agreement at the request of either 
party to consider alternative medical, dental, vision, disability and life insurance plans.  Other 
modifications or substitution of plans shall be by mutual agreement between the Association and 
the Employer. 


 
13.7 IRS 125 Plan 
 
 The Agency will provide an Internal Revenue Code Section 125 Plan to redirect employees’ pre-


selected amount of salary to pay employee paid insurance premiums and other approved 
expenses.  The Agency will not treat these monies as compensation subject to income tax 
withholding unless the Internal Revenue Service or the Franchise Tax Board indicates that such 
contributions are taxable income subject to withholding. Each employee shall be solely and 
personally responsible for any federal, state or local tax liabilities of the employee that may arise 
out of the implementation of this section or any penalty that may be imposed thereof.  


 
13.8 Retirement 
 
 The Agency contracts with California Public Employees’ Retirement System (CalPERS) to 


provide for the following benefits: 
 
 13.8.1 PERS Plan for “Classic” PERS Members 
 


 In accordance with the Agency’s contract with CalPERS, employees hired on or before 
December 31, 2012 or who are recognized as “Classic” members by CalPERS shall 
receive 2%@55, single highest year compensation earnable formula, optional settlement 
2W death benefit, two percent (2%) cost-of-living allowance (COLA) and unused sick 
leave conversion at retirement.   


 
 These employees shall pay, on a pre-tax basis through payroll deduction, the seven 


percent (7%) employee contribution. 
 


13.8.2 PERS Plan for Employees Hired as New CalPERS Members  
 


Employees hired on or after January 1, 2013 as new members to CalPERS, shall receive: 
2%@62, highest thirty-six (36) month average pensionable compensation formula, 
optional settlement 2W death benefit, two percent (2%) cost-of-living allowance (COLA) 
and unused sick leave conversion at retirement. 
 
These employees shall pay, on a pre-tax basis through payroll deduction, fifty percent 
(50%) of the total normal cost for their retirement plan as determined by CalPERS. 
 


 13.8.3 Medical 
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 The Agency shall pay the CalPERS required monthly contribution toward the monthly 
premium for retiree medical coverage of an employee who retires after July 1, 1982, 
pursuant to the resolution adopted by YECA on May 9, 1989. 


 
ARTICLE 14. DISCIPLINE 
 
14.1 Disciplinary Action Defined 
 


Disciplinary action means a written reprimand, suspension without pay, demotion, reduction in 
pay, or discharge from Agency service.    A demotion to the classification previously held and 
any reduction in pay attendant upon the failure of an employee to pass promotional probation 
does not constitute disciplinary action for purposes of this MOU. 


 
14.2 Cause for Discipline 
 
 The Agency may take disciplinary action against a regular employee only for due cause.  Due 


cause shall consist of any of the following grounds: 
 
  (1) Incompetence or inefficiency on the job; 
 
  (2) Insubordination; 
 
  (3) Intoxication while on duty; 
 


(4) Negligence or willful damage to public property or the unauthorized use, theft or 
waste of public supplies or equipment; 


 
(5) The violation of any proper law or regulation, Agency policy or procedure (including 


the provisions of this MOU) or order made and given by a superior; 
 
(6) Dishonesty, including the falsification of an employment application or other 


Agency record; 
 
(7) Unauthorized absence from duty (including, but not limited to, failure to return to 


duty after an authorized leave);  
 
(8) Conviction of a felony or other crime involving moral turpitude; or 
 
(9) Other substantial on/or off-duty misconduct reasonably and directly related to the 


employee’s public duties. 
 


14.2.1 The Executive Director or his/her designee may transfer an employee or place him/her 
on administrative leave with pay pending investigation of allegations of misconduct if the 
Executive Director or his/her designee determines that it is in the Agency’s and/or 
employee’s interest to do so. 


 
14.3 Notice of Discipline 
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Before the Agency makes a final decision to impose disciplinary action on a regular employee, 
who has passed initial probation, by demotion, suspension without pay, reduction in pay or 
discharge, the Agency shall give the employee notice of the proposed disciplinary action, the 
reasons for the proposed action, a copy of the charges and materials upon which the proposed 
action is based, and the right to respond, either orally or in writing, within a specified period of 
not less than ten (10) calendar days in the case of proposed discharge).  The notice shall include 
a statement advising the employee of the right to Association representation at the meeting.  Any 
such meeting to hear the employee’s response shall be conducted by an Agency designee.  An 
employee who fails to respond either orally or in writing, within the time specified in such notice 
shall be deemed to have waived any and all right(s) to appeal or otherwise contest or challenge 
the proposed disciplinary action.  The Agency designee shall cause a notice of the designee’s 
decision to be sent to the employee, by certified mail, return receipt requested.  The notice shall 
set forth any disciplinary action that will be imposed, and the effective date of that action.  The 
notice shall further set forth the employee’s right to appeal the decision as set forth in subsection 
14.4 of this MOU.    


 
14.4 Appeal of Discipline 
 
 Except as provided in subsection 14.3 above, a regular employee who has passed initial 


probation and who is subject to disciplinary action by suspension without pay, demotion, 
reduction in pay, or discharge may appeal the action by filing a written a grievance in the manner 
specified in Article 15 below.  If the written grievance is not filed within the time limit specified 
therein, the employee and Association shall be deemed to have waived the right to appeal or 
otherwise contest or challenge the disciplinary action and no proceedings shall be taken upon 
the appeal.   


 
14.5 Withdrawal of Written Reprimand 
 
 An employee who receives a written reprimand may, upon written notice to the Agency Director,  


have such reprimand removed from the employee’s personnel file and destroyed if the employee 
has been subject to no further disciplinary action within the five years immediately preceding the 
date of the notice to the Agency Director.  


 


ARTICLE 15. GRIEVANCE PROCEDURE 
 
15.1 Purpose 
 
 The purposes of this Article are: 


 
(a) To equitably resolve employee grievances at the lowest level of administrative 


responsibility, if possible; and 
 
(b) To provide an orderly procedure for reviewing and promptly resolving grievances. 


 
15.2 Definition 
 


“Grievance” shall mean a dispute of or claim challenging a disciplinary action as specified in 
Section 14.1 of this Memorandum of Understanding.  A “grievance” also means any dispute 
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which arises over the interpretation, application or alleged violation of this MOU or any policy or 
procedure presently in force or as may from time to time be adopted by the Agency on matters 
relating to the employee’s employment relationship, unless otherwise provided in the Agency’s 
policies or procedures. 


 
15.3 General Terms 
 


15.3.1 No reprisal of any nature shall be taken against any employee for participating in the 
grievance procedure. 


 
15.3.2 Any party may be represented or assisted at any level of the procedure by a 


representative of the party’s choosing. 
 


15.3.3 The grievant, the grievant’ s witnesses, and the grievant’s representative shall suffer no 
loss of compensation or benefits while participating in the grievance procedure, which will 
include no more than thirty (30) minutes preparation time per grievance. 


 
15.3.4 Grievances, other than Association grievances, shall be initially signed by the employee 


or employees filing the grievance. 
 


15.3.5 There shall be no hearing, witness testimony, or cross-examination at any level prior to 
the hearing stage of the formal procedure. 
 


15.4 Time Limits 
 
15.4.1 The time limits specified in each step of the grievance procedure shall be strictly 


observed.  The time limits may be extended only by mutual written agreement of the 
parties. 


 
15.4.2 Failure of a grievant to observe a time limit shall terminate the grievance.  Failure of the 


Agency or the designated representative to whom the grievance is submitted to observe 
the time limit shall cause the grievance to automatically move to the next level of review.  
The Association shall notify the Executive Director in writing that the grievance is moved 
to the next step. 


 
15.5 Access to Grievance 
 
 15.5.1 An employee, group of employees or the Association may file a grievance. 
 
15.6 Procedure 
 


15.6.1 Informal Grievance 
 
 The grievant shall initially present and discuss the grievance with his or her immediate 


supervisor and shall identify the presentation as the informal step of this procedure.  Such 
presentation shall be initiated by the grievance within ten (10) calendar days of the event 
giving rise to the grievance, within ten  (10) calendar days of the discovery of such event, 
but not longer than forty-five (45) calendar days after the event. 
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 The presentation of a grievance to the grievant’s immediate supervisor shall be a 


prerequisite to the institution of a formal grievance. 
 


15.6.2 Formal Grievance 
 
(1) Initiation.  If the grievant believes that the grievance has not been resolved to his or her 


satisfaction after the informal presentation, the grievant may initiate a formal grievance.  
The formal grievance shall only be initiated by completing, verifying and filing the 
prescribed form with the grievant’s Operations Manager within ten (10) calendar days 
after the informal presentation.  The completed form shall contain: 


 
   (a) The name of the grievant; 


 
   (b) The class title; 


 
   (c) The mailing address of the grievant; 
 


(d) A clear statement of the nature of the grievance citing applicable provisions 
of this MOU or the applicable policy or procedure; 


 
(e) The date upon which the event occurred forming the basis of the grievance; 


  
   (f) A proposed solution to the grievance; 
 
   (g) The date of the execution of the grievance form; 
 


(h) The date of presentation of the informal grievance and the name of  the 
person to whom presented; 


 
   (i) The signature of the grievant; 


 
   (j) The nature and signature of the grievant’s representative, if any. 


 
(2) Step One.  Operations Manager Level.  Within fourteen (14) calendar days after receipt 


of a formal grievance, the Grievant’ s Operations Manager shall investigate the grievance, 
confer with the grievant in an attempt to resolve the grievance, and make a decision in 
writing to be provided to the grievant. 


 
(3) Step Two.  Executive Director Level.  If the grievance is not resolved in Step One to the 


satisfaction of the grievant, the grievant may, within not more than ten (10) calendar days 
after receipt of the Operations Manager’s decision or the expiration of the time limit for 
the Operations Manager’s decision, file a written appeal to the Executive Director.  Within 
fourteen (14) calendar days of receipt of the written appeal, the Executive Director or his 
or her designee shall investigate the grievance, which shall include a meeting with the 
concerned parties, unless such meeting is waived by mutual agreement of the parties 
and thereafter shall give a written answer to the grievant, which such answer shall be final 
and binding unless appealed by the grievant or Association. 
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 Step two is the final step of appeal for all disciplinary actions up to and including 


suspensions of three (3) days without pay or less and the answer of the Executive Director 
shall be final and binding. 


 
 By mutual agreement, the parties may elect to utilize the services of a mutually agreed 


upon mediator or a State Mediator prior to Step 3 of the Grievance Procedure. 
 
 (4) Step Three. Arbitration Level. 
 


(a) If a grievance has been properly processed through Step Two, and has not been 
resolved to the satisfaction of the grievant, then the grievant may appeal the grievance 
to Arbitration. 


 
(b) To request Arbitration, the request for arbitration must be filed with the Executive 


Director within (10) days of receipt of an answer at Level Two of the Grievance 
Procedure, or expiration of the time limit for such answer. 


 
(c) The parties may mutually agree upon the selection of the arbitrator or shall jointly 


request the State of California Mediation and Conciliation Service (SMCS) to provide 
a list of seven (7) names of persons qualified to act as arbitrators. 


 
(d) Within fourteen (14) calendar days following receipt of the above-referenced list, the 


parties shall select the arbitrator.  The right to strike the first name shall be determined 
by lot and the parties shall alternately strike one name from the list until only one (1) 
name remains, and that person shall be the arbitrator. 


 
(e) The parties agree that the arbitrator shall not add to, subtract from, change or modify   


any provision of this Agreement and shall be authorized only to apply existing 
provisions of this Agreement to the specific facts involved and to interpret only 
applicable provisions of this Agreement. 


 
(f)  Upon completion of the hearing, the arbitrator shall prepare and forward to the Agency 


Executive Director and the Association written findings of fact.  The decision of the 
Arbitrator shall be final and not subject to appeal.  


 
(5) Costs.  Costs of the mediator/arbitrator (if any) shall be borne equally by both parties.  


This shall include costs of court reporter and transcription if mutually agreed upon prior 
to hearing. 


 
ARTICLE 16. SENIORITY  
 
16.1 Definition Of 


 
 16.1.1 Agency Seniority 


 
Date of hire by the Agency into a regular full-time or part-time position shall be used for 
the calculation and bidding of vacation time. 
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16.1.2 Classification Seniority 


 
Classification seniority is defined as the period of most continuous service in the 
employee’s classification, including higher classifications. Classification seniority shall be 
used to determine the order of shift bidding and layoffs.  Probationary employees may be 
placed on a shift at the supervisor’s discretion for purposes of training in designated 
employee classifications.  
 


16.1.3 Ties in Seniority 
 
When two or more employees are hired on the same date, the order of seniority shall be 
determined by the employee’s ranking upon hire or appointment to the classification. 
 


16.1.4 JPA Transfers 
  
 The Employer agrees to meet and confer over seniority issues of employees who transfer 


to YECA through the JPA and the impact on employees covered by this Agreement. 
 
16.1.5 Seniority List 
 
 The Agency shall provide a seniority list to the YCDA annually in August. The list shall 


include the employees’ name, agency seniority, current classification and classification 
seniority date.  


 
16.1.6 Seniority upon Re-employment from Extra Help Status 


 
A regular employee who has resigned his/her regular status position, but has stayed on 
as extra help, who is later rehired to regular status may retain seniority if: 


  
A. The extra help employee is rehired as regular employee within one year of his/her 


resignation from a regular status position. The employee’s seniority will be reinstated 
for the continuous time served in a regular position prior to the resignation; or  


 
B.  If it has been one year or longer since the extra help employee left full-time 


employment, the employee will only receive credit for the extra help hours worked 
for up to a maximum of two (2) years of seniority credit. 


 
16.2 Seniority for Assignment of Overtime 


  
16.2.1 Overtime 


 
Voluntary 
 
Voluntary overtime will be given to the most senior employee requesting the overtime 
shift, providing that there is a reasonable distribution of overtime shifts for all employees 
requesting overtime.  Regular employees shall receive first opportunity to sign up for 
posted overtime. 
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Involuntary 
 
The Agency may assign employees to mandatory overtime to meet minimum staffing 
requirements.  Employees so assigned will be the least senior, providing that there is a 
reasonable distribution of involuntary overtime for all employees.   


 
ARTICLE 17. LAYOFF  


 
17.1 Layoffs 
 


When, for reasons of lack of funds, lack of work, or the reduction in number of positions, the 
Governing Board has determined that a layoff is necessary, the appointing authority shall cause 
such layoff to be effected in accordance with the provisions of this Article. 


 
17.1.1 Notice 
 
 The employee shall be given written notice of layoff at least twenty (20) calendar days in 


advance of the effective date of such layoff.  The notice of layoff shall include the following 
information: the reason of the layoff, the effective date of the layoff, the displacement 
rights, and the employee’s rights relating to the layoff. 


 
17.1.2 Scope of Layoffs 
 
 Layoffs will be by classification based upon seniority in that classification. 
 
17.1.3 Breaks in Seniority 
 
 Any employee laid off after acquiring regular status shall, after reinstatement, regain the 


seniority credit the employee possessed at the time of layoff. 
 
 Periods of approved absences shall be credited as continuous employment. 
 
17.1.4 Bumping Rights  
 


Any employee who is laid off from a higher classification (including supervisors) shall have 
return rights to a previously held classification within the bargaining unit based on 
classification seniority as defined in 16.1.2. 


 
17.1.5 Preferential Rehire Rights 
 
 For a period of twelve (12) months, the names of employees who were laid off and/or 


reduced in class, or displaced, shall be placed on the reemployment list for their class at 
the time of layoff in the order of seniority.  Any vacancy occurring in the class in which the 
employees have been laid off shall be filled by a person on preferential rehire status for 
that class, provided the person is qualified and available for the position. 
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An individual on preferential rehire status may accept extra help appointment or 
appointment to a temporary position and not lose preferential rehire status. 


 
ARTICLE 18. NO STRIKE CLAUSE 
 
No Agency officer or employee shall engage in, encourage, or suggest any strike, work stoppage, 
slowdown, sick-in, mass resignation or any other similar job action which would involve or cause a 
substantial interruption or interference with the normal Agency work during the term of this MOU. 
 
ARTICLE 19. SEPARABILITY OF PROVISIONS 
 
If any section, clause or provision of this Memorandum of Understanding is declared illegal by final 
judgment of a court of competent jurisdiction, such invalidation of such section, clause or provision shall 
not invalidate the remaining portions hereof, and such remaining portions shall remain in full force and 
effect for the duration of this Memorandum of Understanding.  Upon such invalidation, the parties agree 
to meet and confer concerning substitute provisions for provisions rendered or declared illegal. 
 
ARTICLE 20. JOINT LABOR MANAGEMENT COMMITTEE  
 
A Joint Labor Management Committee shall be convened at the written request of the Association up 
to a maximum of four (4) times per year.  The Committee shall be comprised of three (3) employees 
appointed by the Association and an equal number of management employees and shall meet on 
Agency time.  Appropriate topics for discussion include equipment and process changes, safety issues 
and updates on recruitment and staffing changes. Issues subject to meet and confer, grievances and 
disciplinary issues are not appropriate topics for the JLMC to review.  
 
ARTICLE 21. RESIGNATION AND REINSTATEMENT 
 
A regular employee who has resigned in good standing shall be eligible for re-employment with the 
Agency.  Upon resignation, all accrued vacation, annual leave and compensatory time shall be paid to 
the employee.  Floating holiday hours will be paid out on a pro-rated basis.  All accumulated sick leave 
shall be forfeited.  The Agency will reinstate sick leave should an employee return from separation 
within twelve (12) months of separation.  If the employee is rehired within the timeframe in the table 
below, they shall be eligible for seniority reinstatement: 
 


Employee Separation 0 - 12months  Employee Separation over 1+ Years  


All agency service time All agency service time 


Seniority less calendar days absent for 
new Seniority standing applying to shift 
bidding & vacation bidding 


Seniority less calendar days absent for 
new Seniority standing applying to shift 
bidding & vacation bidding 


Sick Leave balance from date of 
resignation reinstated on hire start date 


No Sick Leave 


Reinstate Vacation & Longevity 
Accrual Rate per Agency Service 
Years 


Reinstate Vacation & Longevity 
Accrual Rate per Agency Service 
Years 


 
Seniority shall be calculated by reducing the number of actual calendar days absent from employment 
during the one-year period, (i.e., an employee absent for one-hundred fifty (150) calendar days will lose 
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one hundred fifty (150) calendar days of seniority).  Seniority is defined in Article 16, in the MOU 
between YECA and YCDA. 
 
Sick leave, vacation and longevity pay shall be accrued in accordance with the rate outlined in the MOU 
based on their years of service with the Agency. 
 
ARTICLE 22. ENTIRE AGREEMENT 
 
The Parties hereby acknowledge that each has had the unlimited right and opportunity to raise and 
meet and confer over any and all subjects within the scope of representation, and that the results of 
those discussions are set forth in the written MOU.  This written MOU sets forth the full and complete 
MOU between the Agency and the Association on all subjects generally or specifically addressed and 
contained herein. 
 
ARTICLE 23. TERM 
 
This Memorandum of Understanding will be in full force and effect from July 1, 2022 through June 30, 
2025.  Either party may reopen this Memorandum of Understanding by notice to the other party no later 
than sixty (60) days prior to the expiration date of the MOU. 
 
 


[Signatures Next Page] 
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YOLO COUNTY DISPATCHERS’   YOLO EMERGENCY COMMUNICATIONS 
ASSOCIATION     AGENCY 
 
 
 
By:        By:        
      Stephanie Taylor, President         Dena Humphrey, Executive Director 
 
Date:     Date:       
 
 
 
By:        By:        
      Amanda Garrison, Vice President         Leah Goodwin, Deputy Director 
 
Date:       Date:     
 
 
 
By:        
      Connie Kenton, Secretary 
 
Date:     
 
 
 
By:        
      Kristen Root, Treasurer 
 
Date:        
 
 
 
By:        By: __________________________________ 
      Jeff Carter            Gregory C. Ramirez 


Labor Relations Consultant          Labor Relations Consultant 
Mastagni, Holstedt, A.P.C          Industrial Employers & Distributors Ass’n 


 
 
Date:        Date:     
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APPENDIX A BASE WAGE RATES 


 
Effective July 1, 2022 


 
DISPATCH ASSISTANT CLASSIFICATION: 
 
Step No.         Base Hourly Wage Rate 
 
1            $22.84 
2            $23.51 
3            $24.22 
4            $24.82 
5            $26.04 
 
DISPATCHER RECRUIT CLASSIFICATION: 
 
Step No.         Base Hourly Wage Rate 
 
1            $22.84 
2            $23.51 
3            $24.24 
 
DISPATCHER I CLASSIFICATION: 
 
Step No.         Base Hourly Wage Rate 
 
4            $24.96 
5            $25.71 
 
DISPATCHER II CLASSIFICATION: 
 
Step No.         Base Hourly Wage Rate 
 
6            $29.71 
7            $30.77 
8            $31.83 
9            $32.90 
10            $33.96 
 
DISPATCHER III CLASSIFICATION: 
 
Step No.         Base Hourly Wage Rate 
 
1            $35.66 
2            $36.37 
3            $37.10 
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Effective the first day of the first full 
pay period falling on or after January 1, 2023 


 
DISPATCH ASSISTANT CLASSIFICATION: 
 
Step No.         Base Hourly Wage Rate 
 
1            $22.84 
2            $23.51 
3            $24.22 
4            $25.26 
5            $26.56 
 
DISPATCHER RECRUIT CLASSIFICATION: 
 
Step No.         Base Hourly Wage Rate 
 
1            $22.84 
2            $23.51 
3            $24.48 
 
DISPATCHER I CLASSIFICATION: 
 
Step No.         Base Hourly Wage Rate 
 
4            $25.46 
5            $26.23 
 
DISPATCHER II CLASSIFICATION: 
 
Step No.         Base Hourly Wage Rate 
 
6            $30.31 
7            $31.39 
8            $32.47 
9            $33.55 
10            $34.63 
 
DISPATCHER III CLASSIFICATION: 
 
Step No.         Base Hourly Wage Rate 
 
1            $36.37 
2            $37.10 
3            $37.84 
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Effective the first day of the first full 
 pay period falling on or after January 1, 2024 


 
DISPATCH ASSISTANT CLASSIFICATION: 
 
Step No.         Base Hourly Wage Rate 
 
1            $23.30 
2            $23.98 
3            $24.70 
4            $25.56 
5            $27.08 
 
DISPATCHER RECRUIT CLASSIFICATION: 
 
Step No.         Base Hourly Wage Rate 
 
1            $23.30 
2            $23.98 
3            $25.21 
 
DISPATCHER I CLASSIFICATION: 
 
Step No.         Base Hourly Wage Rate 
 
4            $26.48 
5            $27.28 
 
DISPATCHER II CLASSIFICATION: 
 
Step No.         Base Hourly Wage Rate 
 
6            $31.52 
7            $32.64 
8            $33.77 
9            $34.90 
10            $36.02 
 
DISPATCHER III CLASSIFICATION: 
 
Step No.         Base Hourly Wage Rate 
 
1            $37.83 
2            $38.58 
3            $39.35 
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Effective the first day of the first full 
 pay period falling on or after January 1, 2025 


 
See attached Side Letter with Amended Base Wage Rates Salary Table 
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Side Letter of Agreement 
 


I. Parties 
The Parties to this Side Letter of Agreement (herein after “Side Letter”) are the Yolo Emergency 
Communications Agency (herein after referred to as “Agency”) and the Yolo County Dispatchers 
Association (herein after referred to as the “Association”). 
 


II. Background 
The Parties are the signatories to a 2022-2025 Memorandum of Understanding (hereinafter referred 
to as the “MOU”) setting forth terms and conditions of employment for certain Agency employees 
assigned to the Dispatch Unit bargaining group. 
 
The Parties agree as follows: 
 


III. Agreement to Amend Salary Table Effective January 1, 2025 
 


The Parties agree to amend the Salary Table effective January 1, 2025 that was ratified by the 
bargaining unit on February 27, 2022 to reflect a four percent (4%) base wage increase for Dispatch 
Assistant and Dispatcher I/II/III classifications as memorialized in the attached Amended Salary Table 
Effective January 1, 2025. 
 
This side letter takes effect upon adoption by the Board of Directors for the Agency. 
 
Signed this ________ day of _______________ , 2022. 
 
YOLO COUNTY DISPATCHERS’   YOLO EMERGENCY COMMUNICATIONS 
ASSOCIATION     AGENCY 
 
 
By:        By:        
      Stephanie Taylor, President         Dena Humphrey, Executive Director 
 
 
By:        By:        
      Amanda Garrison, Vice President         Leah Goodwin, Deputy Director 
 
 
By:        
     Connie Kenton , Secretary 
 
 
By:        
      Kristen Root, Treasurer 
 
 
By:        By: __________________________________ 
      Jeff Carter            Gregory C. Ramirez 


Labor Relations Consultant          Labor Relations Consultant 
Mastagni, Holstedt, A.P.C          Industrial Employers & Distributors Ass’n  
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AMENDED - Effective the first day of the first full 


 pay period falling on or after January 1, 2025 


 


DISPATCH ASSISTANT CLASSIFICATION: 
 
Step No.         Base Hourly Wage Rate 
 
1            $23.76 
2            $24.46 
3            $25.20 
4            $26.33 
5            $28.17 
 
DISPATCHER RECRUIT CLASSIFICATION: 
 
Step No.         Base Hourly Wage Rate 
 
1            $23.76 
2            $24.46 
3            $25.97 
 
DISPATCHER I CLASSIFICATION: 
 
Step No.         Base Hourly Wage Rate 
 
4            $27.54 
5            $28.37 
 
DISPATCHER II CLASSIFICATION: 
 
Step No.         Base Hourly Wage Rate 
 
6            $32.78 
7            $33.95 
8            $35.12 
9            $36.29 
10            $37.46 
 
DISPATCHER III CLASSIFICATION: 
 
Step No.         Base Hourly Wage Rate 
 
1            $39.34 
2            $40.13 
3            $40.93 
_______________ 
END 











