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MEMORANDUM OF UNDERSTANDING 

BETWEEN THE 

CITY OF VACAVILLE 

AND THE 

VACAVILLE POLICE OFFICERS ASSOCIATION 

 
 

This agreement is entered into this 27th day of October 2015, between the City of Vacaville (the 
"City") and the Vacaville Police Officers Association (the "Association"). 

WHEREAS, the City, by ordinance, has voluntarily endorsed the practices and 
procedures of collective bargaining as a fair and orderly way of conducting its relations with 
certain of its full-time employees insofar as such practices and procedures do not interfere with 
the City's right and obligation to operative effectively and efficiently in order to best serve the 
City and its residents, and to make clear all basic terms upon which such a relationship 
depends; and 

WHEREAS, it is the intent and purpose of the parties to set forth herein their entire 
agreement covering rates of pay, wages, hours of employment and all other conditions of 
employment. 

NOW, THEREFORE, in consideration of the mutual promises and agreements herein 
contained, the parties do mutually promise and agree as follows: 

SECTION 1 – TERM 

This agreement is effective beginning July 1, 2015 and shall remain in effect until June 
30, 2018. 

SECTION 2 – RECOGNITION 

The City recognizes the Association as the sole and exclusive Bargaining Agent, for the 
purpose of establishing wages, hours and conditions of employment for all full-time 
employees in the Police Department who are in the following classifications: 

 Police Officer (Sworn) 
 Police Officer Trainee (Non-Sworn) 
 Police Officer Academy Graduate (Sworn) 
 Dispatcher (Non-Sworn) 
 Lead Dispatcher (Non-Sworn) 

SECTION 3 – NORMAL WORKDAY 

The normal workday is ten (10) hours in a four (4) day workweek or eight (8) hours in a 
five (5) day workweek as presently assigned, including training assignments. The City 
will meet and confer with the Association prior to adjusting the normal workday for any 
employee. The workday shall include a one-half (1/2) hour lunch period to be taken as 
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the workload permits. Employees assigned to the Basic Academy are excluded from this 
section. 

At the sole discretion of the Chief of police, a twelve (12)-hour shift schedule may be 
implemented effective January 1, 2004 through December 31, 2004 for select positions 
in Dispatch only. Positions not identified as having twelve (12)-hour shifts shall continue 
to remain on the respective 4/10 or 5/8 schedules. Such shifts shall be structured to limit 
the number of hours worked to forty (40) in the seven (7)-day work period specific to 
each individual position. 

The effectiveness of the twelve (12)-hour shift schedule will be subject to periodic review 
by the Department. Employee errors, work performance, attendance leave usage, and 
workers’ compensation claims may be considered in the review. Operational details shall 
be articulated in the Communications Operations Manual and controlled by Police 
Department policy and practice. The Chief of police retains the right to terminate the 
schedule at any time, or continue it beyond December 31, 2004, upon thirty (30) days 
written notice to VPOA. 

Typically, a Dispatcher assigned to twelve (12)-hour shifts will alternately work thirty-six 
(36)-hour and forty-four (44)-hour calendar weeks, however, the scheduled work period 
pursuant to FLSA (which will not coincide with the calendar week) shall not exceed forty 
(40) hours in a week. This is accomplished by working three consecutive twelve (12)-
hour shifts in a week followed by an eight (8)-hour shift every other week, with that shift 
being split into two (2) four (4)-hour periods with the first connected to the preceding 
work period and second connected to the following work period (as highlighted in bold 
typeface in the example below). 

Su M T W Th F Sa Su M T W Th F Sa Su M T W Th F Sa 

12 12 12 4/4    12 12 12     12 12 12 4/4    

 

Su M T W Th F Sa Su M T W Th F Sa Su M T W Th F Sa 

    12 12 12    4/4 12 12 12     12 12 12 

SECTION 4 – OVERTIME/COMPENSATORY TIME OFF 

 Time and one-half (1-1/2) the employee's regular rate of pay will be paid for time worked 
in excess of the normal workday when such time is required to be worked by the City. 
The normal workday under this MOU for the purpose of computing overtime shall be 
based on a ten (10) hour or an eight (8) hour workday.   

Paid time off shall be counted as hours worked for overtime calculation purposes. 

Overtime or Compensatory Time Off (CTO) will be paid pursuant to this MOU for hours 
worked in excess of the following: 10 hours in a day (for employees assigned to 4/10 
schedule); 8 hours in a day (for employees assigned to a 5/8 schedule); or 40 hours in a 
seven day period.   
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 Unit employees may accrue CTO under this MOU for approved overtime hours (as set 
forth above) at the rate of 1 ½ times the employee’s regular rate of pay. 

CTO balances for unit employees may not exceed 100 hours. The employee may, 
subject to City approval, elect to convert all or part of accrued CTO to cash once each 
year, to be paid out in November. An election form will be sent to eligible employees 
showing their Compensatory Time balance in early October. Employees must elect 
whether or not they want Compensatory Time cash out and how much. The election 
form must be returned to the Human Resources Division by October 31st. The 
Compensatory Time will be paid out in the November 15th paycheck. 

Employees may, at the time overtime is earned, elect payment in cash or CTO, pursuant 
to forms prescribed by the City. Nothing in this MOU precludes the right of the Chief to 
designate any and all overtime opportunities as “cash only” opportunities. 

The City will not require VPOA covered employees to use CTO prior to use of vacation. 
An employee wishing to use his or her accrued CTO shall make the request to the 
employee’s supervisor by submitting a written request at least 72 hours in advance of 
the time requested. The supervisor will authorize or deny the request and notify the 
employee of the decision within 48 hours of the supervisor receiving the request. 
Requests to use CTO shall generally not cause overtime. Once CTO usage is approved, 
the City may rescind the request only in the case of an emergency. 

SECTION 5 – CALL-BACK 

When an employee is called back to work after having completed his or her shift and left 
the police facility, the employee shall be compensated at the rate of time and one-half 
(1-1/2) for two (2) hours, or the actual time spent on call-back or in court, whichever is 
greater.  

SECTION 6 – COURT OVERTIME 

When an employee is subpoenaed to appear in court on City business during off-duty 
hours, the employee shall be compensated at the rate of time and one-half (1-1/2) for 
four (4) hours, or the actual time spent on call-back or in court, whichever is greater. 

SECTION 7 – HOLIDAY PAY 

Employees shall receive holiday pay at 5% of base salary paid bi-weekly in lieu of 
holidays. 

SECTION 8 – VACATION 

Vacation time shall accrue at the following rates: 

 0 thru 1 year of service   16 days (128 hours) 
2 thru 5 years of service   21 days (168 hours)  
6 thru 15 years of service    26 days (208 hours) 
+15 years of service    27 days (216 hours) 
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Maximum accrual Sworn   336 hours 
Maximum accrual Non-Sworn  320 hours 
Upon completion of 5 and 15 years  5 days (40 hours) lump sum credit  

Time while on leave of absence shall not be counted toward the accrual of vacation time. 

For the purpose of vacation leave accrual, a day is defined as eight (8) hours. 

Upon adoption of this agreement, the City will promptly cash out all vacation accruals at 
or above 620 hours. 

All employees may elect to cash out up to eighty (80) hours of their vacation leave 
balance twice per year during the term of this agreement. 

 An election form will be sent to eligible employees showing their accrued vacation 
balance. Forms will be sent once in the fall of 2015, in January and July 2016 and 
2017, and in January 2018. 

 Employees must elect whether or not they want vacation cash out and how much. 

 In 2016 and 2017, the election form must be returned to the Human Resources 
Division by February 1st and August 1st, and will be paid out on the February 15th 
and August 15th paychecks each year through the term of this agreement. In 2018, 
the election form must be returned to the Human Resources Division by February 
1st. 

 As of June 30, 2018, the stated vacation cap will be enforced. 

 As of June 30, 2018, employees may cash out up to eighty (80) hours of their 
vacation leave balance in January of each year, provided they have taken a 
minimum of three (3) weeks (120 hours) of vacation leave during the preceding 
twelve (12) months (December 16th – December 15th). An election form will be sent 
to eligible employees showing their vacation balance in mid-January of each year. 
Employees must elect whether or not they want vacation cash out and how much. 
The election form must be returned to the Human Resources Division by February 
1st. The vacation will be paid out in the February 15th paycheck. 

 If an employee reaches their cap on or after June 30, 2018, they will not accrue any 
additional vacation until the vacation hours are at or less than the stated cap. 
However, an employee will be allowed to temporarily accrue vacation in excess of 
their cap, if the City cancels the employee’s scheduled vacation during the calendar 
year in which the employee would otherwise reach their cap. The employee and the 
City shall promptly work together after the City cancels the employee’s vacation to 
schedule alternative vacation time to prevent the employee from reaching their cap 
or at least minimize the extent to which the employee exceeds the cap. 

SECTION 9 – SICK LEAVE 

9.1 RATE OF ACCRUAL 

All represented employees will accrue sick leave at the rate of one (1) day per month 
with unlimited accumulation. The accrual rate will be eight (8) hours per month. The City 
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will provide a lump sum cash payment of one-fourth (1/4) of the employee's sick leave 
(unless the employee specifies otherwise) upon a normal service, disability or industrial 
disability retirement based on the employee's salary at retirement. Time while on leave 
of absence shall not be counted toward the accrual of sick leave. 

9.2 SICK LEAVE INCENTIVE 

Employees who have a sick leave balance of at least thirty (30) days and use four (4) or 
fewer days of their annual sick leave accrual of twelve (12) days (during the 
measurement period of December 16th through December 15th) may elect to receive 
fifty percent (50%) of the remainder in cash at the employee's current base rate of pay of 
their annual sick leave accrual of twelve (12) days. The remaining fifty percent (50%) 
shall remain in the employee's sick leave balance. 

9.3 HEALTHY WORKPLACE HEALTHY FAMILY ACT (AB 1522) 

The sick leave includes the legally required sick leave days mandated by Assembly Bill 
1522 (AB 1522). The City will comply with AB 1522 in the administration of the legally 
mandated sick leave days. If a competent legal authority determines that AB 1522 
impairs this Section 9, the Parties shall meet and confer regarding the sick leave benefit. 

SECTION 10 – CATASTROPHIC LEAVE  

 The Catastrophic Leave Program is for employees who have exhausted all accrued 
leaves due to a serious or catastrophic illness, injury, or condition. The Catastrophic 
Leave Program allows employees to donate time to any qualifying City employee, so 
that he/she can remain in a paid status for a longer period of time, thus partially 
ameliorating the financial impact of the illness, injury or condition. 

 Eligibility 

 To be eligible for this benefit, the receiving employee must: 1) Be a full-time employee 
who has passed his/her initial City probationary period, 2) Have personally sustained or 
have an immediate family member who has sustained a life threatening or debilitating 
illness, injury or condition certified by a physician, 3) Have exhausted all accumulated 
paid leave, 4) Be unable to return to work for at least 30 days or, in the case of the 
condition affecting the immediate family member, that the member must be in need of 
prolonged and significant personal care, and 5) Conform with the qualifying criteria of the 
Family and Medical leave. 

Benefits 

 Accrued vacation, administrative leave, and compensatory time off hours donated by 
other employees will be converted to sick leave and credited to the receiving employee’s 
sick leave time balance on an hour-for-hour basis and shall be paid at the rate of pay of 
the receiving employee. For as long as the receiving employee remains in a paid status, 
seniority and all other benefits will continue, with the exception of paid leave accruals.  
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Guidelines for Donating leave Credits to the Time Bank 

a. Accrued vacation, administrative leave and compensatory time off may be donated 
by any full-time employee who has completed his/her initial City probationary period 
if applicable. 

b. Time donated will be converted to sick leave hours and credited to the receiving 
employee’s sick leave balance on an hour-for-hour basis and shall be paid at the rate 
of pay of the receiving employee. 

c. The total amount of time donated to one employee by another employee shall not 
exceed fifty-six (56) hours. The total leave credits received by the employee shall not 
exceed six (6) months.  

d. Leave donations must be in a minimum increment of one (1) hour. An employee 
cannot donate leave hours that would reduce his/her total leave balances (vacation + 
administrative leave + compensatory time off) to less than fifty-six (56) hours. 

e. Donated leave hours will be used in consecutive hour/day increments necessary to 
keep the employee whole.  

f. While an employee is on leave using donated leave hours, no vacation, 
administrative leave, sick leave or other paid leave hours will accrue. 

g. Donated leave is only transferred from the donor to the receiving employee as 
needed and chronologically by date of donation (i.e., first donated, first used). Time 
donations are irrevocable by the donor once the time has been used by the receiving 
employee. In the event that the receiving employee does not need to use all donated 
leave for the catastrophic illness/ or injury, any unused donations will not be 
deducted from the original donor’s balance. In the event that the receiving employee 
has a worker’s compensation claim approved for which the employee receives 
worker’s compensation paid leave, the City will reimburse any donated leave that 
was used by the recipient prior to the approval of the worker’s compensation claim. 

h. Taxability of leave donated or received under this program is governed by Internal 
Revenue Service guidelines. 

i. For the purpose of this Section, “immediate family member” is defined as: mother, 
father, child, spouse, registered domestic partner, or sibling of the employee. “Child” 
means a biological, foster, or adopted child, a stepchild, a legal ward, or a child of a 
person standing in loco parentis; and “Parent” means a biological, foster, or adoptive 
parent, a stepparent, or a legal guardian. 

j. Under extenuating and extraordinary circumstances, the Director of Administrative 
Services may grant exceptions on a case-by-case basis. Such exceptions shall not 
establish practice or precedence. 

SECTION 11 – SALARY 

The Salary Schedule is recorded in Appendix A.  

As an offset for the increased employee PERS contribution, all safety employees will 
receive a 2.12% base wage increase effective October 1, 2015. 
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At the end of FY 2015-2016 (approximately October 2016) and FY 2016-2017 
(approximately October 2017), if non-Measure M revenues, less increases in non-
discretionary expenditures (limited to CalPERS, PARS, Healthcare or other expenses 
mandated by the Federal Government, the State of California, or a Court with jurisdiction 
over the City), exceed the City’s actual revenue, then the City will distribute 30% of these 
excess revenues to employees as a wage increase. 

The City will allocate these excess revenues to each bargaining unit on a proportionate 
basis. If this trigger is reached, the minimum wage increase shall be 1.5% and the 
maximum shall be 4%. If this trigger is reached, the corresponding wage increase will be 
effective January 1, 2017 and January 1, 2018. 

If the trigger is reached for both years, the trigger calculation in year three will be 
reduced by the wage increase given in year two. 

SECTION 12 – HEALTH BENEFITS 

12.1 HEALTH 

The City will continue to contribute ninety-two percent (92%) of the Kaiser Bay Area 

premium for coverage through December 31, 2015 (ending with November 30, 2015 

paycheck). 

Effective the first pay period in which 2016 health premiums apply (December 15, 2015 

paycheck), the City will contribute eighty-five percent (85%) of the Kaiser Bay Area 

premium cost for the selected plan level (single, double, family), with the balance to be 

paid by the employee on a pre-tax basis. An employee selecting a non-Kaiser plan shall 

receive the same City dollar contribution as an employee selecting the Kaiser plan, but 

in no event shall the contribution exceed 100% of the plan premium cost. 

12.2 HEALTH VESTING SCHEDULE 

The City has implemented the CalPERS Health Benefit Vesting program. The Vesting 

program is mandatory for all employees hired on or after January 1, 2009. Employees 

hired prior to that date may voluntarily elect to participate in the Vesting program during 

an annual election process or at the time of retirement. 

12.3 DOUBLE COVERAGE “OPT OUT” 

An employee demonstrating other medical coverage may “Opt Out” of the 

City’s/CalPERS medical plan and, in consideration, will receive a $250 monthly City 

contribution to his/her deferred compensation account. Effective October 1, 2015, no 

employees may begin to collect “Opt Out” incentive payments who receive City health 

coverage through another City employee or retiree. Effective the pay period which 

includes December 1, 2017, employees shall not receive “Opt Out” compensation when 

they receive City health coverage through another City employee or retiree. 
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12.4 RETIRE MEDICAL TRUST/OTHER POST EMPLOYMENT BENEFIT (OPEB) 

The City established a Trust for purposes of funding City-wide retiree health care costs. 

Each employee will make direct contributions to the trust in the amounts described 

below on a pre-tax basis.  

Safety 

 Effective October 1, 2015 – Fifty dollars ($50.00) per month 

 Effective July 1, 2016 – Seventy-five dollars ($75.00) per month 

 Effective July 1, 2017 – One Hundred dollars ($100.00) per month 

Miscellaneous (Non-Safety) 

 Effective October 1, 2015 – Twenty-five dollars ($25.00) per month 

 Effective July 1, 2016 – Fifty dollars ($50.00) per month 

Employer and employee contributions are made to a CalPERS retiree medical trust. This 

money and earnings from this money may only be spent on retiree medical benefits and, 

to that extent, is a protected program. 

Employee contributions to the Trust shall be discontinued upon full funding of the City’s 

actuarial liability for retiree medical costs. 

12.5 DENTAL 

July 1 through September 30, 2015, each employee pays twenty-five dollars ($25.00) 
per month. 

Effective October 1, 2015, the City will contribute an amount sufficient to cover one 
hundred percent (100%) of the cost of Dental premiums for the selected plan level 
(single, double, family). 

12.6 LIFE INSURANCE 

 The City shall provide a life insurance policy in the amount of Seventy-five Thousand 

dollars ($75,000). 

The City shall make available the opportunity for full-time employees to purchase 

additional term life insurance for themselves, their spouses and their dependents 

through a vendor specified by The City. Purchase of additional life insurance and/or 

spousal and dependent life insurance shall be voluntary. Election shall be allowed upon 

hire and during open enrollment once per year as determined by the City. Premiums 

shall be paid through payroll deduction. 

12.7 SHORT TERM DISABILITY 

The City does not currently participate in the State’s Short Term Disability program 

(SDI). The City shall make available the opportunity for full-time employees to purchase 

Short Term Disability through a vendor specified by The City. Purchase of Short Term 
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Disability insurance shall be voluntary. Elections shall be allowed upon hire and during 

open enrollment once per year as determined by the City. Premiums shall be paid 

through payroll deduction.  

12.8 VISION 

The City will contribute an amount sufficient to cover one hundred percent (100%) of the 
cost of Vision premiums for the selected plan level (single, double, family). 

12.9 FLEXIBLE SPENDING ACCOUNT 

The City will implement and maintain a plan whereby employees may elect to voluntarily 

contribute to a dependent care assistance program (as prescribed by and within the 

meaning of Section 125 of the Internal Revenue Code) or an employee welfare benefit 

plan that provides for health benefits (which are “qualified benefits” within the meaning of 

Section 125 of the Internal Revenue Code). Such contributions shall be made solely 

from pre-tax payroll deductions, with no contribution from the City. 

SECTION 13 – CLOTHING ALLOWANCE 

The annual clothing allowance shall be one-thousand two hundred dollars ($1,200) for 
sworn employees and one-thousand seventy-five dollars ($1,075) for non-sworn 
employees.   

Clothing allowance shall be paid on a pay period basis. 

SECTION 14 – RETIREMENT 

14.1 SWORN EMPLOYEES: 

City does not participate in Social Security, but 1.45% for Medicare is a mandatory 

payroll deduction. City participates in the California Public Employees Retirement 

System (CalPERS). 

The Public Employees’ Pension Reform Act (PEPRA) of 2013 applies to all public 

employers and public pension plans, which includes CalPERS. 

Hire date on or after January 1, 2013 and deemed “new” member 

(New member = no prior CalPERS/reciprocal employment or a break in service greater 

than 6 months)  

Benefits include: 

 Section 7522.25 (2.7% @ 57 Safety Formula) 

 Section 20037 (Three Year Final Compensation) 

 Employee contribution = 50% of Total Normal Cost (currently 12%) Contribution 

amount is recalculated each year by CalPERS actuarial study. 
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Hire date on or after September 1, 2012 and deemed “classic” member 

(Classic member = prior CalPERS/reciprocal employment with less than 6 month break 

in service)  

Benefits include: 

 Section 21362 (2% @ 50 Safety Formula) 

 Section 20037 (Three-Year Final Compensation) 

 Employee contribution (Section 20678) = 9% 

 Effective October 1, 2015, safety employees shall pay a combined total of twelve 

percent (12%) (9% employee contribution plus 3% employer contribution) toward 

CalPERS retirement. The 3% shall be paid as a cost share via MOU (pursuant to 

Government Code Section 20516 (f)) until a CalPERS contract amendment can be 

completed (which includes an election process) pursuant to Government Code 

Section 20516 (a). In the event that the election does not result in a contract 

amendment, the employees agree to continue the stated contribution via MOU 

pursuant to Government Code Section 20516 (f). 

Hire date prior to September 1, 2012 

Benefits include:  

 Section 21362.2 (3% @ 50 Safety Formula) 

 Section 20042 (One Year Final Compensation) 

 Employee contribution (Section 20678) = 9% 

 Effective October 1, 2015, safety employees shall pay a combined total of twelve 

percent (12%) (9% employee contribution plus 3% employer contribution) toward 

CalPERS retirement. The 3% shall be paid as a cost share via MOU (pursuant to 

Government Code Section 20516 (f)) until a CalPERS contract amendment can be 

completed (which includes an election process) pursuant to Government Code 

Section 20516 (a). In the event that the election does not result in a contract 

amendment, the employees agree to continue the stated contribution via MOU 

pursuant to Government Code Section 20516 (f). 

All Police safety retirements also include the following contracted CalPERS provisions: 

 Section 20903 (Two Years Additional Service Credit – if “Golden Handshake” 

activated) 

 Section 20965 (Credit for Unused Sick Leave) 

 Section 21024 (Military Service Credit as Public Service) 

 Section 21548 (Pre-Retirement Option 2W Death Benefit) 

 Section 21574 (Fourth Level of 1959 Survivor Benefits) 

 Sections 21624, 21626 and 21628 (Post-Retirement Survivor Allowance) 
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14.2 NON-SWORN MISCELLANEOUS EMPLOYEES: 

City does not participate in Social Security, but 1.45% for Medicare is a mandatory 

payroll deduction. City participates in the California Public Employees Retirement 

System (CalPERS) and Public Agency Retirement Systems (PARS). 

The Public Employees’ Pension Reform Act (PEPRA) of 2013 applies to all public 

employers and public pension plans, which includes CalPERS. 

Hire date on or after 1/1/13 and deemed “new” member 

(New member = no prior CalPERS/reciprocal employment or a break in service greater 

than 6 months)  

Benefits include: 

 Section 7522.20 (2% @ 62 Formula for Non-Safety Members) 

 Section 20037 (Three Year Final Compensation) 

 Employee contribution (Section 7522.30) = 50% of Total Normal Cost (currently 

6.25%). Contribution amount is recalculated each year by CalPERS actuarial study. 

Hire date on or after 1/1/13 and deemed “classic” member 

(Classic member = prior CalPERS/reciprocal employment with less than 6 month break 

in service)  

Benefits include: 

 Section 21354 (2% @ 55 Formula for Local Miscellaneous Members) 

 Section 20042 (One-Year Final Compensation) 

 Employee contribution (Section 20677) = 7% 

Hire date on or before 12/31/12 

Benefits include:  

 Equivalency of 2.7% @ 55 formula 

 CalPERS Section 21354 (2% @ 55 Formula for Local Miscellaneous Member) plus; 

 Supplemental PARS plan of 0.7% @ 55 

 Section 20042 (One-Year Final Compensation) 

 Employee contribution (Section 20677) = 7% to CalPERS and 2% to PARS  

All Miscellaneous retirements also include the following contracted CalPERS provisions: 

 Section 20903 (Two Years Additional Service Credit – if “Golden Handshake” 

activated) 

 Section 20965 (Credit for Unused Sick Leave) 

 Section 21024 (Military Service Credit as Public Service) 

 Section 21027 (Military Service Credit for Retired Persons) 

mailto:2%25@55
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 Section 21427 (Improved Non Industrial Disability Allowance) 

 Section 21548 (Pre-Retirement Option 2W Death Benefit) 

 Section 21574 (Fourth Level of 1959 Survivor Benefits) 

SECTION 15 – SPECIALTY PAYS 

15.1 K-9 OFFICER PREMIUM 

The City and VPOA agree that the amount of off-duty compensable working time 
attributable to all ordinary aspects of canine care (including without limitation handling, 
caring, feeding, exercising, grooming, kennel cleaning, cleaning of City vehicles and 
ordinary transport to the veterinarian) by employees assigned to canine (K-9) duty 
amounts to twenty minutes per day seven days a week.  This amount is a good faith 
estimate, intended to be comprehensive, accurate and inclusive of all pertinent facts. 

The rate of pay for all off-duty canine care performed by employees assigned to canine 
duty is 1 1/2 times the employee’s regular rate of pay per hour. 

If and when an employee assigned to K-9 duty performs any extraordinary work 
involving the animal, the employee shall report such work immediately to the employer in 
writing and in no event less than 24 hours. Extraordinary work includes, but is not limited 
to, unanticipated trips for emergency veterinarian care and any work which causes a 
substantial increase in work time beyond what is compensated in the first paragraph of 
this agreement. 

15.2 MOTORCYCLE PATROL PREMIUM 

The City and VPOA agree that the amount of off-duty compensable working time 

attributable to all ordinary aspects of motorcycle care (including without limitation minor 

maintenance and inspection, monthly washing and waxing, daily cleaning, storage, and 

delivery to service and repair facilities) by employees assigned to duty as motorcycle 

officers amounts to twenty minutes per day four days in a seven day week. This amount 

is a good faith estimate, intended to be comprehensive, accurate and inclusive of all 

pertinent facts. 

The rate of pay for all off-duty motorcycle care performed by employees assigned to 
motorcycle duty is 1 1/2 times the employee’s regular rate of pay per hour. 

If and when an employee assigned to motorcycle duty performs any extraordinary work 
involving the motorcycle, the employee shall report such work immediately to the 
employer in writing and in no event less than 24 hours.  Extraordinary work includes, but 
is not limited to, any work which causes a substantial increase in work time beyond what 
is compensated in the first paragraph of this agreement. 

15.3 FIELD TRAINING OFFICER PREMIUM 

An employee assigned to Field Training Officer responsibilities as set forth in the Police 
Department Field Training Officer Manual shall receive a five percent (5%) specialty pay 
adjustment for the hours assigned to train an employee. Such assignment shall be made 
in conformance with the applicable department procedures and policies. 
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15.4 DISPATCHER TRAINING PREMIUM 

An employee assigned, in writing by the Chief of Police, to train and who does train an 
employee in the duties of a Dispatcher, will receive a five percent (5%) specialty pay 
adjustment for the hours assigned to train an employee. Such assignment shall be made 
in conformance with the applicable department procedures and policies. 

15.5 BILINGUAL PREMIUM 

When required and assigned by the Chief to utilize bi-lingual skills as a condition of 
his/her employment, employees shall receive an additional 2.5% of base rate, providing 
he/she has passed a City approved bilingual exam for the language required. The exam 
shall evaluate oral and/or basic reading/writing skills. The City will administer the exam 
two (2) times per year when there are candidates to be tested. The test may be given in 
conjunction with the certification of applicants for any recruitment requiring or giving 
preference to persons with bilingual skills. Skills pay for those who pass the exam shall 
begin the following pay period. An employee who does not pass a bilingual exam may 
be re-tested within six (6) months at their request and with the approval of the Chief. 

15.6 SENIOR OFFICER I/II PROGRAM 

A Senior Officer I/II Program is established as specified in Appendix C. Compensation 

shall be 5.0% of base rate for Senior Officer I, and 10.0% of base rate for Senior Officer 

II. These payments shall not be compounded. 

15.7 DISPATCHER POST CERTIFICATE PAY 

Dispatchers who possess a California Peace Officer Standards and Training (POST) 

Public Dispatcher Certificate – Intermediate shall be eligible for additional pay of 2.5% of 

base rate. 

Effective January 1, 2016, dispatchers who possess a POST – Intermediate certificate 

will receive a flat $155 per month or Advanced certificate will receive a flat $310 per 

month. Amounts will not compound. 

15.8 MASTER POLICE OFFICER ASSIGNMENT 

 A Master Police Officer Assignment shall be implemented on April 2, 2015, as specified 

in Appendix C. Twelve (12) months after the implementation date, the Master Police 

Officer Assignment becomes an established program and should the Chief of Police 

decide to cancel the Master Police Officer Assignment program, the Parties will meet 

and confer over the impact of the cancellation. 

SECTION 16 – PHYSICAL FITNESS PROGRAM 

The City and the Association have implemented a Physical Fitness Program designed to 
encourage officers to achieve and maintain exemplary fitness levels. All sworn personnel 
are eligible to participate. Participation will be voluntary. An Individual Fitness Plan 
document must be approved by the Training Sergeant prior to an officer’s participation in 
the program. An officer must report all injuries sustained while participating in authorized 
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fitness activities to their supervisor within 24 hours. An officer must follow all safety 
procedures and guidelines as set forth in the individual Fitness plan to be covered for 
Workers’ Compensation for authorized off-duty fitness activities. Participation in any off-
duty physical fitness training will be voluntary. 

SECTION 17 – EDUCATIONAL INCENTIVE 

Sworn personnel possessing an A.A. Degree shall receive 2.5% of base rate as an 
incentive for that degree and sworn personnel with a B. A. Degree shall receive 5.0% of 
base rate. This provision shall be applicable only to degrees earned from accredited 
junior colleges, state colleges or universities. These payments shall not be compounded. 

A police officer who is assigned to an academy or to field training, who holds one or both 
of the above-mentioned degrees, shall be eligible for educational incentive raises upon 
completing the basic academy and/or field training. 

SECTION 18 – FAIR LABOR STANDARDS ACT 

The City and the Association agree to implement changes which may be required by the 
application of the F.L.S.A. 

The City and the Association agree that prior to the implementation of changes, they will 
meet to discuss possible alternative proposals and the minimizing of the impact of 
changes on the employees and the City. 

SECTION 19 – PROBATIONARY PERIOD 

The Police Officer classification probationary period shall be twelve (12) months. 

The Police Officer Trainee classification probationary period shall be eighteen (18) 
months. 

The Police Officer Academy Graduate classification shall be eighteen (18) months. 

The Dispatcher classification probationary period shall be twelve (12) months. 

SECTION 20 – GRIEVANCE PROCEDURE 

It is understood and agreed that the Peace Officers Procedural Bill of Rights, California 
Government Code Sections 3300-3311, is incorporated herein by reference and will 
apply equally to all employees represented by the Vacaville Police Officers Association 
bargaining unit. 

SECTION 21 – PAYROLL DEDUCTIONS 

The City shall maintain payroll deductions for normal and regular association 
membership dues and insurance premiums for plans sponsored by the City or the 
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Association. The City will remit to the Association, a check for all deductions on a 
monthly basis. 

SECTION 22 – BEREAVEMENT LEAVE 

Department Heads may grant their employees up to five (5) scheduled work days (for 
7.5, 8, 10, and 12 hour employees) or three (3) shifts (for 24 hour employees) of 
bereavement leave in the event of the death of an immediate family member. 

For the purposes of this section, "immediate family" shall include spouse, children, 
parent, brother, sister, grandparents, grandchildren, mother-in-law, father-in-law, or 
anyone residing in a household who is a dependent or a relative.  

The hours will not be taken from the employee’s leave banks and will not become a 
vested property right. 

This provision does not apply if the death occurs while the employee is on leave of 
absence, or layoff. 

SECTION 23 – DISCIPLINE APPEAL PROCESS 

The following is an amendment to Section 5.80 of the Personnel Policies and 
Procedures: 

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

Appeal of suspension without pay up to maximum of 40 hours 

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

Appeal of demotion or suspension without pay exceeding 40 hours, and dismissal 

In the case of demotion, suspension without pay exceeding 40 hours, and dismissal, the 
employee may appeal the decision of the City Manager to an arbitrator. A written notice 
of appeal must be received by the City Manager no later than five (5) calendar days 
following the date of the City Manager’s decision. 

Upon receipt of the appeal, the City Manager shall contact the State Mediation and 
Conciliation Service (SMCS) to provide, in accordance with its normal and customary 
procedures, a list of names of neutral parties who may serve as an arbitrator. Upon 
receipt of the list from SMCS, the City and the Association shall meet and alternately 
strike names from the list until the name of one individual remains, who shall serve as 
the arbitrator. 
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The employee and the City shall share the fees and expenses of the arbitrator equally. A 
court reporter may be included in the proceedings upon mutual agreement of the parties, 
the cost of which shall be shared equally between the parties. All other expenses shall 
be borne by the party incurring them and neither party shall be responsible for the cost 
or expenses of witnesses called by the other party. A party requesting a transcript of the 
arbitration shall bear the cost thereof. 

The decision rendered by the arbitrator shall be final and binding and not appealable to 
the City Council or a court of law. 

SECTION 25 – ACTING PAY 

An employee assigned in writing by that employee’s supervisor to assume the full duties, 
and works in that higher paid position, will receive acting pay in that higher paid position, 
with the pay commencing at the start of the written assignment. For the purposes of this 
section, acting pay is five percent (5%) of the employee’s current classification rate of 
pay. 

SECTION 26 – TUITION REIMBURSEMENT 

The City shall provide up to One Thousand Five Hundred dollars ($1,500) per year per 
employee to reimburse registration/tuition/book costs for job-related college course work 
taken with prior City approval if the employee earns a “pass” (pass/fail) or “B” grade or 
better. 

ENTIRE AGREEMENT 

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

The parties acknowledge that during the negotiations which resulted in this agreement, 
each had the unlimited right and opportunity to make demands and proposals with 
respect to any subject or matter not removed by law or ordinance from the area of 
collective bargaining, and that the understandings and agreements arrived at by the 
parties after the exercise of that right and opportunity are set forth in this agreement. On 
the request of either party, both sides shall meet and confer regarding any proposed 
changes in personnel practices or working conditions. 
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IN WITNESS WHEREOF, the parties hereby executed this Memorandum of 

Understanding this 27th day of October 2015. 

VACAVILLE POLICE OFFICERS   CITY OF VACAVILLE 
ASSOCIATION   

 

By Signature on File    By  Signature on File   
 Bryan Larsen      Dawn Leonardini 

By Signature on File    
 Ron Jacobson 

By Signature on File    
Mark Salvo 

By Signature on File    
Chad Hudson 

By Signature on File    
Andrea DelRoss-McPherson 
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APPENDIX A 
SALARY SCHEDULE 

Vacaville Police Officers Association Effective: October 1, 2015 

POSITION TITLE STEP 1 STEP 2 STEP 3 STEP 4 STEP 5 

POLICE OFFICER TRAINEE $5,256.67     

POLICE OFFICER ACADEMY 

GRADUATE 
$5,788.60     

POLICE OFFICER $6,622.06 $6,952.16 $7,298.60 $7,662.39 $8,044.40 

PUBLIC SAFETY DISPATCHER I $4,623.96 $4,855.16 $5,097.93 $5,352.79 $5,620.43 

PUBLIC SAFETY DISPATCHER II $5,091.58 $5,346.18 $5,613.53 $5,894.24 $6,188.95 

LEAD PUBLIC SAFETY 

DISPATCHER 
$5,614.17 $5,897.84 $6,190.07 $6,499.56 $6,811.72 

 

MARKET SURVEY 

The “market survey” methodology is as follows: 

The city agencies of Antioch, Fairfield, Napa, Richmond, Sacramento, and Vallejo comprise the 

“market” for comparison purposes.  

Top step Police Officer and Dispatcher (journey level) salaries from these agencies, and 

POST/Education Incentive, and any offset related to payment of employees’ PERS share pick-

up, shall be the components surveyed. 

When 50% plus one of the Peace Officers in the unit qualify for the Senior Police Officer 

Program at any level, the 2.5% compensation available from level I of the program will be 

included in any subsequent market survey, however, when 50% plus one of the Peace Officers 

in the unit qualify for the Senior Police Officer Program level II, the 5.0% compensation available 

from level II of the program will be then included in any subsequent market survey. When either 

threshold is reached, any somewhat similar programs in the other survey agencies (e.g., 

Fairfield’s “Proficiency Pay”) will also be considered in the comparison. 

The top step salary for the Vacaville Police Officer and Dispatcher classifications shall be 

adjusted to equal the median Police Officer and Dispatcher (journey level) compensation as 

calculated from the survey. The Police Officer Trainee classification shall be adjusted to 

maintain the current spacing below the Police Officer classification. The Lead Dispatcher 

classification shall be adjusted to maintain the current spacing above the Dispatcher 

classification. 

In the event one of more of the survey agencies consolidates dispatch operations, the parties 

agree to meet and confer over the impact related to the survey process.  
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APPENDIX B 

SENIOR POLICE OFFICER PROGRAM 

 

The purpose of the Senior Police Officer Program (SPOP) is to provide compensation and 

recognition for Police officers who have acquired special skills and demonstrated their worth to 

the organization through years of service, academic achievement and by developing a breadth 

of knowledge through assignment to specialties within the Department. The Senior Police 

Officer Program is applicable to all employees in the classification of Police Officer. 

The Department recognizes that a Police officer increases their relative value to the 

organization through a consistent effort to enhance their formal education and professional 

training, and by seeking assignment to one or more of the specialty assignments available to all 

police officers. The Department also recognizes that police officers who dedicate a number of 

years to the service of the City of Vacaville acquire knowledge of the local community, crime 

trends and related issues that provides an added value to their work as an officer. The SPOP is 

being implemented to provide a visible means of recognizing such officers, as well as 

compensating them for their persistent work to professionally develop their expertise. 

Requirements for Participation 

The requirements and compensation of the two levels of the SPOP are summarized as follows: 

Senior Police Officer I 

Minimum service of eight (8) years as a Police Officer with the City of Vacaville (a lateral 

officer may substitute up to three years of full-time CA Peace Officer service with 

another law enforcement agency to fulfill this requirement) or up to three years of full-

time law enforcement service with an out-of-state law enforcement agency that 

participates in its state’s “POST-type” program and that “POST-type” program includes 

an equivalent individual a Basic Certificate or license. 

Must have been selected and assigned to a specialty assignment as noted below. The 
period of assignment shall be for a minimum period of one year. If an officer is 
transferred temporarily to Patrol due to staffing considerations, or is transferred to a 
second specialty without a break in specialty assignment time of at least six months, the 
requirement for the one-year minimum time will be waived. Specialty assignments 
include: 

 Investigative Services Section  

 Narcotics Enforcement Team 

 Crime Suppression Team 

 Special Investigations Unit 

 Youth Services Section 

 Traffic - Motors and Traffic Officers 

 K9 Program 
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 Field Training Officer 

 Special Weapons and Tactics Team (requires 3 years) 

 Crisis Incident Negotiation Team (requires 3 years) 

 Firearms Instructor (requires 3 years) 

 Defensive Tactics Instructor (requires 3 years) 

 Mobile Field Force (requires 3 years, cannot be counted if on SWAT team) 

 EVOC Instructor (requires 3 years) 

 CVSA Examiner (requires 3 years) 

 Armorer (requires 3 years, cannot be counted if Firearms Instructor) 

 Honor Guard (requires 3 years) 

Must have completed a minimum of 30 college semester units and have obtained an 
Intermediate POST Certificate. An officer who has been awarded an Associate (or more 
advanced) degree from an accredited college or university will be eligible for 
participation as an SPO I at the completion of six (6) year’s service if all other 
requirements have been met (a lateral officer may substitute up to three years service of 
as described above). 

The SPO I will wear a single chevron on each sleeve in recognition of being advanced to 

SPO status. Police Officers who were hired prior to 1985 who have fulfilled the specialty 

service requirement who are not eligible for this program will also wear a single chevron 

on each sleeve of the uniform in recognition of their service to the department. 

Senior Police Officer II 

Minimum service of twelve (12) years as a Police Officer with the City of Vacaville (a 

lateral officer may substitute up to three years of full-time CA Peace Officer service with 

another law enforcement agency to fulfill this requirement) or up to three years of full-

time law enforcement service with an out-of-state law enforcement agency that 

participates in its state’s “POST-type” program and that “POST-type” program includes 

an equivalent individual Basic Certificate or license. 

Must have been assigned for a minimum of one year in two distinct specialty 
assignments (including qualifications in specialties as described in the preceding 
section). The exception to a full year’s service in a specialty as described in the SPO I 
guidelines shall also apply for SPO II consideration of specialty service. 

Must have returned to Field Services as a patrol officer for a minimum of six months 

between specialty assignments outside of the Field Services Division, unless the 

Department allows a transfer to a second specialty in accordance with General Orders. 

In the case of specialty service without an interim transfer to Field Services, the officer 

will be eligible for credit for two specialties as required for participation in the SPOP 

program.  

Must have completed a minimum of 60 college semester units and have obtained an 

Advanced POST Certificate. Officers who have been awarded a Bachelor’s degree from 

an accredited college or university in criminal justice, the social sciences, or a related 

field, will be eligible for elevation to SPO II upon completing nine (9) year’s service with 
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the Vacaville Police Department (a lateral officer may substitute up to three years 

service of as described above). 

The SPO II will wear two chevrons on each sleeve of the police uniform in recognition for 

being advanced to SPO II status.  Officers who were hired prior to 1985 who are not 

eligible for participation in this program will also wear two chevrons on each sleeve of 

the uniform in recognition of their service to the agency. 

Duties 

The SPO will work duties similar to those of other incumbents in his or her particular job 
assignment. If assigned as an OIC or acting watch commander, the SPO will not be 
eligible for an increase in pay for the time he or she is working as an OIC or acting watch 
commander in a line or specialty assignment, except as described in the 
“Compensation” section of this document. 

Utilization of SPO’s in an OIC capacity shall not be used as a substitute for filling of 

vacancies or long-term absences at the Police Sergeant rank in lieu of permanent or 

temporary promotion pursuant to current practice. 

The unit, team or shift supervisor may task the SPO with adjunct duties as desired in 

recognition of the SPO’s experience and value to the organization. The SPO is not 

eligible for added compensation to fulfill requirements in this capacity beyond that paid 

through regular or overtime compensation. Such adjunct duties shall not include 

compensated Patrol specialties (e.g., FTO), which will continue to be compensated 

pursuant to the applicable MOU provisions. 

Compensation 

SPO I/II’s will be compensated pursuant to MOU Section 15.6 starting with the pay 

period immediately after the officer provides the appropriate supporting documentation in 

application for the position (the individual police officer is responsible for providing all 

required information to the Human Resources Division at the time of eligibility). 

An SPO I or II serving as a Field Training Officer in the Field Services Division shall be 

compensated as described above in conjunction with the pay provisions of MOU Section 

15.3 (FTO). An SPO I or II serving as an FTO shall not qualify for any OIC compensation 

pursuant to the preceding paragraph or any other provision (i.e., no compounding). 
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APPENDIX C 

MASTER POLICE OFFICER ASSIGNMENT 

 

Distinguishing Characteristics: 

Master Police Officer is an assignment. Although Patrol functions are the primary role, this 

assignment is distinguished from Police Officer by the lead responsibility assumed, 

independence of action taken, and duty to act as an assistant supervisor when required. This 

role is distinguished from Police Sergeant in that the latter is a formal classification and the first 

supervisory level in the sworn class series. 

Supervision: 

 Master Police Officers receive general supervision from a Police Sergeant or Police 
Lieutenant.  

 Master Police Officers may provide informal mentoring, technical and functional 
supervision over assigned personnel as needed and serve as Patrol shift supervisor in 
the absence of the Sergeant, but will not conduct performance reviews or recommend 
discipline.  

 

Assignment Details: 

 One Master Police Officer shall be assigned to each Patrol shift.  

 Duration shall be 12 months, with 12 month extensions available upon employee’s 
request and Department’s approval. 

 Initial shift assignments are by Department seniority among the Master Police Officers 
selected; subsequent shift selections will be by seniority within those assigned. 

 Incumbents are required to have completed supervisory training within the first 12 
months of assignment.  

 The shift Sergeant and Master Police Officer shall not overlap scheduled time off. 

 The assignment is mutually exclusive from the FTO and K-9 specialties (i.e., a Police 
Officer assigned as a Master Police Officer cannot continue to perform as an FTO or K-9 
Officer). 

 Master Police Officer qualifies as a Special Assignment for the Senior Officer Program. 

 Distinguishing uniform insignia is a gold star under two chevrons. 
 

Compensation: 

 The Alternate Rate Policy applies and the form must be completed to recognize the 
higher level of responsibility for all hours worked for duration of assignment (note: check 
the “continuous” and 5% boxes). 

 


