RESOLUTION NO. 2025-18

A RESOLUTION OF THE BOARD OF THE NOVATO FIRE PROTECTION DISTRICT
RATIFYING THE MEMORANDUM OF UNERSTANDING BETWEEN THE NOVATO
FIRE PROTECTION DISTRICT AND THE NOVATO PROFESSIONAL
FIREFIGHTER ASSOCIATION

WHEREAS, the Novato Professional Firefighters Association (“Association”) is the
formally recognized employee organization of the Novato Professional Firefighters and;

WHEREAS, the Association members provide a valuable service to the Novato Fire
Protection District; and

WHEREAS, the District, via its representatives, has negotiated with the Association
regarding adjustments to the salary and benefits of Association members; and

WHEREAS, the Board of Directors finds that salary and benefits for the Association
members, as described in the Memorandum of Understanding attached hereto as Exhibit A, are
necessary to maintain a competitive salary and benefit plan and effectively retain District
employees;

NOW, THEREFORE, BE IT PROCLAIMED that the President of the Board of Directors
is authorized to execute the Memorandum of Understanding attached hereto as Exhibit A, and to
bind the District by his signature to the terms thereof.

PASSED AND ADOPTED by the Board of Directors of the Novato Fire Protection District, at a
meeting held on this 5™ day of November 2025, by the following vote:

Ayes: Do 9, p(&(\ CA@LO, H&\d «Celd, 9\ vy ) ) C’l()i(\@ﬁ
Noes: NQ
Absent: MQ

President Bruce Goines, Board Of Directors




MEMORANDUM OF UNDERSTANDING

between

Novato Fire Protection District

and

Novato Professional Firefighters
Association

JULY 1, 2025 - JUNE 30, 2028
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MEMORANDUM OF UNDERSTANDING
between
NOVATO FIRE PROTECTION DISTRICT
and

NOVATO PROFESSIONAL FIREFIGHTERS ASSOCIATION, IAFF LOCAL 1775

The Novato Professional Firefighters Association, IAFF Local 1775 hereinafter referred to as the
“ASSOCIATION" and/or “NPFA” and representatives of the Novato Fire Protection District,
hereinafter referred to as “DISTRICT” and/or “NFPD” have met and conferred in good faith
regarding wages, hours and other terms and conditions of employment of employees in the
representation unit specified in Chapter 1, have exchanged freely information, opinions, and
proposals and have reached agreement on all matters relating to the employment conditions
and the employer/employee relations of such employees.

This Memorandum of Understanding is entered into pursuant to the Meyers-Milias-Brown Act
(Government Code Sections 3500, et seq.) and has been jointly prepared by the parties.

This Memorandum of Understanding shall be presented to the Novato Fire Protection District
Board of Directors as the joint recommendations of the undersigned for salary and employee
benefit adjustments for the period commencing July 1, 2025 and ending June 30, 2028. When
ratified by the Board of Directors, this Memorandum of Understanding shall be binding upon the
Novato Professional Firefighters Association, the employees it represents, and the Novato Fire
Protection District.

Acknowledgements
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Michael Hadfield, NFPD Aaron Hakenen, NPFA
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Nick Zagaris, NPFA



1. GENERAL PROVISIONS
1.1 Recoghnition

The Novato Professional Firefighters Association, IAFF Local 1775, is a recognized employee
organization, as defined by Government Code Section 3501 (b) for all employees in
classifications represented by the Association.

1.2 Existing Practices

Existing beneficial practices or procedures shall be maintained to the extent that they are
matters within the wages, hours, and other terms and conditions of employment scope of
representation as defined by Government Code 3504.

2. ASSOCIATION

2.1 Release Time

The District and Association agree that the District shall allow up to three (3) Association
representatives, who are official representatives of the Association, to be given time off without
loss of compensation or other benefits when formally meeting and conferring with
representatives of the district on matters within the scope of representation. Except by mutual
agreement, the number of Association representatives excused for such purposes shall not
exceed three (3) at one time.

2.2 Steward Clause

The union shop steward or NPFA Executive Board members shall be permitted to use a
reasonable amount of work time to conduct union business, but shall not countermand a
supervisor or course of District business.

2.3 Dedicated Wi-Fi and Hardware for NPFA Member Use

The District agrees to allow the NPFA to examine the possibility of installing dedicated wi-fi and
hardware for use of NPFA members while on duty. The following conditions shall apply:

1. Wi-fi and hardware shall not be allowed to connect to the District's network.

2. All costs associated with this program, including but not limited to, hardware, software,
and wi-fi shall be paid by the NPFA.

3. The District agrees to allow the NPFA to ask the IT Analyst to assist in costing of items,
and feasibility of the program. District IT personnel will not in any way install or maintain
any items associated with this program.

4. ltis understood that all employees using these systems, shall not be exempt from
discipline if activities taking place on this system place the District in a disparaging light,
interfere with District operations, or violate District policies and procedure.



3. COMPENSATION

3.1 Introduction

The District and the Association agree to the obligation to confer “in good faith” regarding the
following wage benefits and policies with respect to wages, hours, and other terms and
conditions of employment, and to sincerely attempt to reach agreement on these issues,
including the following wage benefit categories.

3.2 Salary Increases

Year 1:

o Effective July 1, 2025 — 10.0% increase to individual members base salary. This
increase will be applied retroactively from the date of the ratification of the new contract
back to July 1, 2025 to all hours worked or schedule including OT and all forms of
approved leaves, including but not limited to, vacation, sick, ATO, LD, and WC.

o Effective the first full pay period in November 2025, following ratification by the NPFA
and approval by the District's Board of Directors, the Educational Incentive Program
(formerly Section 3.6 of the immediately preceding MOU) is “retired,” removed from the
MOU in its entirety, and, upon termination of the program, the District will increase
individual members base salary by 1.9%, the cost of the Educational incentive Program.
This 1.9% increase is in addition to the July 1, 2025 increase of 10.0%.

Year 2:

o Effective July 1, 2026 — 5.0% increase to individual member base salary.
Year 3:

o Effective July 1, 2027 — 5.0% increase to individual member base salary.

Note: See Base Salary Table in Appendices
3.3 Budget Preservation Measures in The Event of Fiscal Emergency

Should there be a total expected property tax revenue of 0% in any fiscal year, the District will
notify the Association no less than one (1) month prior to the June Board meeting that a budget
deficit task force is being formed within 60 days to address ail potential avenues to mitigate the
budget deficit (including but not limited to wages, benefits and other financial issues.) The task
force shall be made up of representation from NPFA, NFCOA, NSAS and other employee(s) or
their representatives. Changes proposed by the task force that affect the NPFA MOU,
associated policies, procedures, etc., shall be subject to the meet and confer process.

3.4 Engineer Pay Parity

Engineer rank will have pay parity with the Firefighter/Paramedic 5 in regard to pay.



3.5

10.

11.

Miscellaneous Compensation Items

. The District will issue one check per member twice a month; on the 15th and the end of

the month.

The District will reconcile all pay discrepancies by the next pay period following
notification of the problem.

. All overtime will be compensated at 1 %2 times the base rate for the position based on

actual hours worked. The District will calculate regular rate of pay pursuant to the
requirements of federal law.

All accrued CTO will automatically be cashed out prior to the member being promoted in
rank. This ensures that the CTO is paid at the regular rate of pay applicable to the rank
that the represented member held at the time the CTO accrued. Additionally, all
accumulated CTO is cashed out at the end of the calendar year.

Captains working callback as Acting Battalion Chiefs will receive Battalion Chief's pay at
1 %2 times their base rate.

Members will receive “Out-of-Class” pay for each full hour they work outside their regular
classification on their regular shift.

The District will provide Advanced Cardiac Life Support (ACLS), Pediatric Advanced Life
Support (PALS) and trauma training recertification on a two year basis in-house. In-
house training for ACLS, PALS, and trauma training provided by District personnel shall
be equivalent to recognized third party providers such as AHA. The District shall assume
all costs for such classes including certificates. Four (4) hours of Continuing Education
(CE) will be provided in-house, per individual, per block.

The District recognizes the need for Administrative Captains. Therefore, upon
ratification, the District and the NPFA agree that operationally qualified Administrative
Captains shall receive equal compensation, inclusive of the same 5%
assignment/incentive pay.

The District shall conduct an audit of all NPFA members to determine the date
retirement contributions to MCERA began on their behalf compared against the
members date of hire. If a discrepancy exists, the district shall bear all the costs of
making the member whole within the MCERA retirement system for said discrepancy.

A member who agrees to precept a paramedic student shall receive a one-time stipend
payment at the conclusion of the internship. The stipend will be provided on a per-diem
(24 hour) basis of $100 per day, not to exceed a $2,000 stipend total. Should the
assigned preceptor be unavailable to make their assigned day(s), the $100 per-diem pay
shall be reallocated to another preceptor who is covering for the absent preceptor.
Specific details already outlined and agreed to in the October 4, 2024 side letter (e.g.,
collection of fees from student, payment to preceptor(s), scheduling, selection of interns
and preceptors, etc.) shall be transferred from the October 4, 2024 side letter to a new
policy created by the District and Association within 60 days of ratification of this MOU.
The Engineer/Paramedic Rank shall have their regular rate of pay set at 6.5% above
that of an Engineer or FF/PM5. Requirements for classification into this rank shall be
added to the next update to the Career Development Guide and applicable policies. Until
such time, the process, requirements and tiers outlined in the May 23, 2023, fully
executed side letter shall govern this position unless changed via the meet and confer
process.



4. BENEFITS
4.1 Introduction

The District and the Association agree to the obligation to confer “in good faith” regarding the
following benefit programs and benefit policies with respect to wages, hours, and other terms
and conditions of employment, and to sincerely attempt to reach agreement on these issues,
including the following benefit categories.

4.1.1 Insurance for Active Members
Medical
District Employer Contribution for Medical Insurance Benefits

On January 1, 2011 or the earliest allowable date, the District agrees to contract with the
California Public Employees Retirement System (CalPERS) Health Benefits Program for the
purpose of providing members and their dependents with access to medical insurance benefits.
Members must comply with all applicable rules and regulations of the CalPERS Health Benefits
Program and the Public Employees Medical and Hospital Care Act (PEMHCA).

The amount required by Government Code Section 22892 shall be the District's Employer
Contribution for medical insurance benefits. This contribution is required only to the extent
mandated by law and only as long as the District participates in the PEMHCA plan.

Beginning January 1, 2011, the District will provide a maximum employer contribution that is
equal to the minimum contribution required under the PEMHCA.

Supplemental Benefit Allowance

The District agrees to provide a Supplemental Benefit Allowance to all full-time represented
members eligible to participate in the District's medical insurance benefits. Receipt of any
Supplemental Benefit Allowance shall be in addition to the District Employer Contribution that is
provided in the previous paragraphs.

The Supplemental Benefit Allowance provided to a member shall be determined based on a
member’s participation level. Any Supplemental Benefit Allowance can only be used by a
member to offset the cost of participation in District sponsored medical benefits that are
available through an IRS Section 125 cafeteria plan. Upon ratification of this agreement, the
District shall provide a Supplemental Benefit Allowance that when added to the PEMHCA
contribution, totals 80% of the Kaiser HMO premium for active members who enroll in medical
insurance for Member Only, Member + 1 Dependent, or Member + Family1.

The District’s contribution towards medical insurance premiums is based upon the FDAC/EBA
2010 Kaiser HMO premiums and the CalPERS Kaiser HMO premium in 2011. This rate shall be
adjusted annually based upon the Kaiser HMO premium.

Members are responsible for paying the difference between the cost of their selected medical
insurance premium and the established Supplemental Benefit Aliowance.



Section 125 Cafeteria Plan

The District agrees to maintain a cafeteria plan pursuant to Section 125 of the Internal Revenue
Code, for the purpose of providing members with access to various health benefits.

Medical Insurance Stipend

The District will provide a $700.00 per month stipend to a deferred compensation plan for
members who choose not to participate in the District’'s medical insurance program.

Members who choose not to participate in the District's medical insurance program are not
eligible to receive any Supplemental Benefit Allowance as described previously.

The District requires all members to have a medical insurance plan. Members choosing this
option will submit a Waiver of Medical Insurance Coverage form.

Dental

The District shall pay 100% of the premium for dental coverage for $1,500 per person per year,
for all members and their dependents.

The District’s dental plan covers orthodontia for adults and children. The orthodontia benefit is
50% to a maximum of $1,500 and is subject to a deductible.

The lifetime deductible is $50 ($150 for Family) and does not apply for Preventive Care
Services. The deductible applies to Basic, Major and Orthodontia Care.

Vision

The District shall pay 100% of the premium for vision coverage for all members and their
dependents.

Life

The District agrees to contribute twelve dollars ($12.00) per month toward life insurance plan(s)
and the District shall deduct the remaining required premium from the member's paycheck.

It is understood and agreed that life and accidental death and dismemberment (AD&D)
insurance plans are under the control of the individual Association member, and the District
assumes no responsibility or liability for the maintenance, sponsorship or scope of the plans and
their benefits.

Employee Assistance Program

The District reserves the exclusive right to enter into an Employee Assistance Program and it is
subject to annual review. The current EAP program through Concern Health offers ten
counseling sessions per issue, per year for all members and their dependents, along with online
services. .



4.1.2 Insurance for Retired Members Medical

District Employer Contribution for Retiree Medical Insurance Benefits

On January 1, 2011 or the earliest allowable date, the District agrees to contract with the
California Public Employees Retirement System (CalPERS) Health Benefits Program for the
purpose of providing retired members and their dependents with access to medical insurance
benefits. Members must comply with all applicable rules and regulations of the CalPERS Health
Benefits Program and the Public Employees Medical and Hospital Care Act (PEMHCA).

The amount required by Government Code Section 22892 shall be the District Employer
Contribution for Retiree Medical Insurance Benefits. This contribution is required only to the
extent mandated by law and only as long as the District participates in the PEMHCA plan.

Beginning January 1, 2011, the District will provide a maximum retired employer contribution
that is equal to the minimum contribution required under the PEMHCA.

Any contribution provided to a retired member under this provision shall not exceed the District
Employer Contribution for Retiree Medical Insurance Benefit as described previously. The
District contribution to retired member's medical coverage shall be required only to the extent
required by law.

Supplemental Retiree Benefit Allowance

The District agrees to provide a Supplemental Retiree Benefit Allowance to retired members.
Receipt of any Supplemental Retiree Benefit Allowance shall be in addition to any employer
contribution that is provided in the previous paragraphs, see District Employer Contribution for
Retiree Medical insurance Benefits on page 2-4.

The Supplemental Benefit Allowance provided to a member shall be determined based on a
member’s participation level (Tier 1 or Tier 2). The District shall pay a Supplemental Retiree
Benefit Allowance, equal to the difference between the PEMHCA minimum and the established
percentage the District pays towards a medical insurance plan premium, into a plan that does
not impact the retired member’s tax liabilities.

Any Supplemental Retiree Benefit Allowance can only be used by a member to offset the cost of
participation in District sponsored medical benefits.

Supplemental Retiree Benefit Allowance

Medical Insurance Tier 1— Retired Members as of December 31, 2010 (Existing Retired
Members and Members who Retire on or prior to December 31, 2010)

For members who retire on or prior to December 31, 2010 the District will provide a
Supplemental Benefit Allowance equal to the difference between the PEMHCA minimum and:

e 83.29% of medical insurance premiums for retired members with dependent coverage, OR

o 100% of medical insurance premium for retired members without dependent coverage



Supplemental Retiree Benefit Allowance

Medical Insurance Tier 2— Members Hired on or prior to June 30, 2009 and Retired on or after
January 1, 2011 (Existing Members Who Retire on or after January 1, 2011)

Beginning January 1, 2011, the District will provide a Supplemental Retiree Benefit Allowance
based upon a vesting formula. Each member shall fall into a category below based on current
years of service as of July 1, 2010.

CURRENT YEARS OF SERVICE AS OF
JULY 1, 2010 VESTING BASE
0 TO 5 YEARS 55%
5TO 10 YEARS 60%
10 TO 15 YEARS 65%
15 TO 20 YEARS 70%
20 YEARS OR GREATER 75%

Each member shall accrue additional coverage at 0.75% for each year of service. This accrual
will be in addition to the vesting base percentage described above. The sum of these two
calculations shall be the total percentage of healthcare premium that is paid for by the District
covering family, member and spouse or single of the Kaiser HMO Premium to a maximum of
75% on April 1, 2023 and 70% on April 1, 2028.

A one-time vesting base formula adjustment to 70% for current members who were over the
age of forty and had eleven years of service or less on July 1, 2010.

Retired Medical insurance Tier 3— Members Hired on or after July 1, 2009

Members hired on or after July 1, 2008 may purchase medical insurance through the District in
retirement and the District will pay the minimum contribution required under the PEMHCA law.

Retirement Health Savings Plan

The District established a mandatory Retirement Health Savings Plan that provides tax
advantage income to pay for retirement medical insurance premiums. Members must contribute
$230 per month and the District must contribute $300 per month for a combined contribution of
$530 per month.

Dental

Retired members may purchase dental insurance through the District; the retired member pays
100% of the premium cost.

Vision

Retired members may purchase vision insurance through the District; the retired member pays
100% of the premium cost.

Most Favored Nations

Any increase by the NFPD (to the NFCOA or NSAS group) after this MOU with the NPFA will be
matched in an equal amount to the members for the Novato Professional Firefighters
Association for the duration of this MOU in the following categories only:



1. Healthcare plan employer benefits contribution

2. Life insurance employer contribution

3. Salary continuance insurance employer contribution
4.1.3 Deferred Compensation

For Classic Safety Tiers 1 & 2 (Members hired before January 1, 2013)

The District shall contribute $100.00 per month toward a member’s deferred compensation
plan, provided the member contributes at least $100.00 per month to his/her deferred
compensation plan.

For PEPRA Safety Tier 3 (Members hired between January 1, 2013 and June 30, 2017)
The District shall contribute $200.00 per month toward a member's deferred compensation
plan. provided the member contributes at least $100.00 per month to their deferred
compensation plan.

For PEPRA Safety Tier 3A (Members hired on or after July 1, 2017)

The District shall contribute $300 per month toward a member's deferred compensation plan,
provided the member contributes at least $100.00 per month to their deferred compensation
plan.

4.1.4 Retirement

3% at 50 Retirement Safety Tier 1

Effective January 1, 2002 the District adopted the 3% @ age 50 retirement tier for all safety
members.

This benefit was to be granted to all reciprocal safety members employed by the District as
of January 1, 2002.

This benefit will not be granted to deferred or reciprocal safety members who are not
employed by the District as of June 30, 2001.

3% at 55 Retirement Safety Tier 2

Effective January 1, 2008 the District will adopt a 3% @ age 55 retirement tier for all safety
members hired after this date.

Public Employees Retirement Act (PEPRA) Safety Tier 3

Effective January 1, 2013 the District will comply with the PEPRA Tier for all employees
hired on or after this date.

Public Employees Retirement Act (PEPRA) Tier Safety 3A

Effective July 1, 2017, the District shali establish a new PEPRA tier for safety members hired
on or after July 1, 2017. This tier will have a maximum Cost of Living Adjustment (COLA) of



2% annually. MCERA will identify this tier as Safety Tier 3A.

4.1.5 Accrued Sick Leave Toward Retirement

A member’s accrued sick leave may be applied toward retirement credit.
4.1.5.1 Payout for Annual Sick L.eave Accrual in Excess of Maximum

A member who accrues sick leave in excess of the maximum of 2,912 hours for shift members
and 2,080 for day members, shall have their excess sick leave hours compensated as pay at a
rate of 100% of their regular rate of pay on their paycheck for the first full pay period in January.

4.1.5.2 Sick Leave Conversion to MCERA Service Credit at Retirement

When an employee retires from the District through MCERA, the employe will be credited with
100 percent of their unused sick leave, accumulated as of the date of their retirement. To be
eligible, the employee must terminate active employment and begin retirement the day after
their termination date. There shall be no payoff for any unused sick leave. Converted sick leave
service credit is added to the employee’s total service credit when the MCERA retirement
benefit is calculated. Converted sick leave cannot be used to meet MCERA eligibility
requirements. For example, accumulated sick leave hours cannot be used to reach the MCERA
vesting requirement. To be vested the employee must have actually worked and paid
contributions for the required number of years of service credit for their retirement tier as
identified by MCERA.

Formal written approval of this section from MCERA. delivered to both parties, is required prior
to this proposal becoming fully executed.

4.1.6 District and Employee MCERA Contribution after 30 Years of Service

After 30 years of participation in the MCERA, the member is no longer required to make
retirement contributions. The employer continues to make contributions to MCERA until the
employee's retirement or separation.

4.1.7 Pension Reform Opener

Recognizing that the landscape for statutorily created limits for retirement benefits has the
potential to change, the District and NPFA agree to return to the table within 90 days to
negotiate and discuss improvements in retirement ages, formulas, etc., resulting from legislation
passed/changed during the life of this MOU. Only those sections of the MOU impacted by
changes shall be re-opened.

Changes resulting from these discussions shall not be required to be implemented until the start
of the next fiscal year unless earlier implementation is required by law or is agreed upon by both
parties.

4.1.8 Career Development Incentives

Career development classes provided in-house shall be given priority over all the District's
scheduling, excluding emergency response readiness and previously scheduled public service
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events. The District shall make a reasonable effort to facilitate any on-duty personnel registered
to attend such classes. Priority to attend such classes shall be given in order of regularly
scheduled personnel followed by call-back personnel and then personnel working trades.

4.1.9 Sick Leave Incentive

All represented members on a 56-hour work week will be awarded the equivalent of 12 hours
of pay for each quarter of the year that sick leave is not used. Represented members on a
normally scheduled 40-hour work week will be awarded the equivalent of 8.5 hours of pay for
each quarter of the year that sick leave is not used. FMLA leave shall not count as used sick
leave. The sick leave incentive amount will be contributed into the members deferred
compensation account.

4.1.10 Assignment of District Vehicles

At the discretion of the Fire Chief, the positions of Deputy Fire Marshal, and Fire Inspector may
be provided a District take home vehicle for use in traveling to the member's assigned work
shifts and stations, for deployment to an incident, for attending a training exercise, for
deployment to a District public education or interaction event, and for other District business as
approved by their supervisor.

The District shall be responsible for fuel, insurance, registration, and maintenance of the
vehicle when used in accordance with the provisions set forth in this section of this MOU.

S. LEAVES

5.1 Introduction

The District and the Association agree to the obligation to confer “in good faith” regarding the
following leave agreements and policies with respect to wages, hours, and other terms and
conditions of employment, and to sincerely attempt to reach agreement on these issues,
including the following leave categories.

5.2 Bereavement Leave

Bereavement leave, taken at no charge to the member, is granted for members in the event
of a death of a qualifying family member. A famity member shall only include: spouse,
mother, father, child (which shall include a biological child, adopted child, foster child, step-
child, legal ward, or child of domestic partner), grandmother, grandfather, sister, brother,
brother-in-law, sister-in-law, spouse's parents, spouse’s grandmother and grandfather,
grandson, granddaughter, and domestic partners. Refer to Policy 1049 “Sick and Other
Health Leaves” for additional guidelines on bereavement leave. Changes to Policy 1049 and
other policies related to wages, benefits and working conditions are subject to the “meet and
confer”’ process.

5.3  Catastrophic Leave
Permanent full-time and part-time members who are incapacitated due to an off-duty-
catastrophic iliness or injury may retain their position within the organization, with pay and

benefits for a period of up to one year. The program will be known as the Catastrophic Leave
Plan. Refer to Policy 1049 “Sick and Other Health Leaves” for complete guidelines on
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catastrophic leave.

A catastrophic illness or injury is a severe iliness or injury which is unusual, unexpected, or
immediate in nature; and which is expected to preclude a member from returning to work for
an extended period of time, during which the member will exhaust all of their accumulated
leave balances.

Changes to Policy 1049 and other policies related to wages, benefits and working conditions
are subject to the “meet and confer” process.

54 Compensatory Time Off

Members who work overtime will be given the opportunity to convert their time worked into
Compensatory Time Off (CTO) in lieu of overtime pay.

CTO accrual shall be capped at a maximum of 72 hours in a members bank at any given
time for shift members and 40 hours in a members bank for day members. Every full hour of
overtime worked equals 1 hour of CTO credit plus payment of ¥z hour at the member's
regular rate of pay (i.e., a combination of 24 hours time off and 12 pay for shift members and
8 time off and 4 pay for day members). CTO shall accrue up to a maximum of 24 hours per
24-hour shift, for shift personnel; and 8 hours per 8-hour workday for day personnel.

It is agreed that CTO should not cause undue disruption to the District's operations and the
ability of members to enjoy their scheduled days off. In order for an employee to use accrued
CTO as Compensatory Time Off (CTF) the leave created by the CTF request shall be granted
only if the request does not generate mandatory overtime (MOT). Once a CTF request has been
filled by voluntary overtime 21 days out or fewer, it shall be considered “protected” and shall not
routinely be cancelled should another vacancy develop through the additional use of other forms
of approved leave. As an example, if CTF is granted resulting in no vacant shifts at the time the
CTF was awarded and subsequent to that another member uses allowable forms of leave (sick,
vacation, WC, ATO, etc.) creating a new vacancy, then the new vacancy will be filled through
MOT and the CTF will not be cancelled for that new vacancy unless it falls within the guidelines
in Policy 1046 that ensure operational continuity.

A member may not use more than two (2) CTF shifts per month.

5.5 Day Members

Day Personnel who work overtime will be given the opportunity to convert their time worked into
Compensatory Time Off (CTO). This includes all eligible sources of overtime, including but not
limited to emergency responses, fire investigations, safety standby, fire watch, special events,
and approved training up to the maximum allowable accrual of 40 hours

5.6 Emergency Leave

The use of emergency leave is intended to be conservatively interpreted as limited to

extreme personal situations where the member must be home with their family such as the
birth of a child, death of a family member (beyond or in addition to the time provided by the
District’s other leave policies) or other major emergencies relating to family members.

5.7  Family Medical Leave

To the extent not already provided for under current leave policies and provisions, the Novato
Fire Protection District will provide family and medical leave for eligible members as required
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by State and Federal laws. Please see Policy 1038 Family and Medical Leave for complete
guidelines on FMLA. Changes to Policy 1038 and other policies related to wages, benefits and
working conditions are subject to the “meet and confer” process.

5.8 Family Sick Leave

In accordance with California Law, the District will allow a member to use up to one half (*2) of
their yearly accrual of sick leave for either (1) the diagnosis, care, or treatment of an existing
health condition of (or preventative care for)a family member in any calendar year, or (2) to
assist a family member who is a victim of domestic violence, sexual assault, or stalking, for
purposes specified in California law. Family member shall only include a child (that is,
biological child, adopted child, foster child, stepchild legal ward) of a member or a member’s
spouse or domestic partner.

Family Sick Leave is leave from duty which may be granted by the District to a member
because due to the injury or iliness of the member’'s immediate family which requires the
member’s aftendance. Family Sick Leave may also be taken in order to take care of a spouse
or domestic partner who has given birth.

Changes to this section and others and to policies related to wages, benefits and working
conditions are subject to the “meet and confer”’ process.

5.9 General Sick Leave

Each shift member (56-hour work week) earns 12 hours of paid sick leave per month for each
month of paid status and each day member (40-hour work week) earns 8.5 hours of paid sick
leave per month for each month of paid status.

The sick ieave conversion factor between shift and day members shall be 0.71.

A member that is reassigned from shift to days or vice-versa, shall have their sick hours
adjusted using the conversion factor so as to not gave a gain or loss of equivalent shifts of
available sick time.

The Sick Leave cap is 2912 hours.
6.10 Personal Sick Leave

Personal Sick Leave is leave from duty which may be granted by the District to a member for
the following purposes: (1) diagnosis, care, or treatment of an existing health condition of (or
preventative care for) a member or a member’s family member (as detailed in section 5.8
above), or (2) a member who is a victim of domestic violence, sexual assault, or stalking, for
purposes specified in California law. Family member shall only include a child (that is,
biological child, adopted child, foster child, stepchild, legal ward) of a member or a member’s
spouse or domestic partner.

Changes to this section and others and to policies related to wages, benefits and working
conditions are subject to the "“meet and confer” process.

5.11 Pregnancy Leave
A pregnant member shall be entitled to a leave of absence without pay for up to four (4)

months so long as the member’s attending physician certifies that she is physically unable to
work due to pregnancy, childbirth, or a related medical condition.
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5.12 Shift Trades

Members working shift will be given the opportunity to work Shift Trades with other qualified
members at no disservice to the District.

There are unlimited trades for permanent members who are not on entry-level probation. The
district is not responsible for ensuring trades are paid back; this responsibility solely rest upon
the individuals who engaging in this practice.

Members on entry-level probation are not allowed to make trades for 6 months commencing
with their date of hire. After which, a maximum of two trades may be granted during the
remainder of the member’s probation period. Granting of trades shall be by the supervisor
assigned to the probationary member or the Battalion Chief on the member’s regularly
assigned shift. Granting of trades shall be based upon satisfactory job performance and may
be denied regardless of performance. Entry-level probationary members may take a
maximum of 2 (24 hour) trades during their probation.

513 Flex Time

Day members will be given the opportunity to work Flex Time with approval of their
supervisor.

5.14 Vacation

Effective January 1, 2008 vacations are earned as follows:

Years of Service Shift Accrual — Annually Day Accrual -
Annually
1 Year 6 Shifts 102 hours
5 Years 9 Shifts 153 hours
10 Years 11 Shifts 187 hours
15 Years 13 Shifts 221 hours
20 Years 16 Shifts 272 hours
25 Years 18 Shifts 306 Hours

The District and Association agree to convert from the long-standing practice of an “allotted”
system of vacation to an “accrued” system of vacation. Historically, the District has front-
loaded a member's vacation allotment so that all leave to be earned in a calendar year was
available to bid and use at any time in said year.

The new system will allow a member to only use vacation time in a current year that:
1) Was accrued in the prior year(s) and is being carried over, and
2) Has been accrued in the current year according to their accrual schedule.

In practice, this means that a member who carries over zero hours of vacation, and accrues
12 shifts of vacation annually, will only be able to use 1 shift of vacation at the end of January,
once they have accrued it and so on as the year progresses. If the member has carry-over
days, then all of those are at once available to use according to the Vacation Bid Policy 1048.
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See attached “Vacation Accrual Table” in appendices.
5.15 Vacation Selection

The procedure for annual vacation selection is in Policy 1048. This policy shall be adjusted to
reflect that during annual vacation selection, the number of days a member may bid on will
not exceed the number of vacation days in their bank, including carry-over days from the
previous year(s) and any amount of vacation that would normaily be accrued as of the date of
the day(s) they wish to bid on.

Changes to Policy 1048 and other policies related to wages, benefits and working conditions
are subject to the “meet and confer” procedure.

5.16 Vacation Rollover

The District will allow members to rollover their annual vacation shifts to the following year
and each member may bank twice their annual vacation accrual in this account.

The District, at the request of the member, will pay the member up to 50% of his/her total
accrued vacation. Cash out will only take place during the last pay period of June.

5.17 Request for an Additional Person Off

The District and the Association agree to allow a maximum of 3 members off per shift.

The District may consider allowing more than three people off, except during wildland fire
season, only if it does not result in mandatory overtime, there are qualified members
available to work on the pick list, and the Telestaff Captain approves the request. Such
request, if granted, may be short notice, e.g. 24 hours or [ess.

For the purpose of this section, wildland fire season shall be defined as starting May 1st and
concluding November 1st.
5.18 Holidays

Paid Holidays for day personnel are: New Years' Day, Martin Luther King Day, Presidents Day,
Memorial Day, Independence Day, Labor Day, Veteran's Day, Thanksgiving, the Friday
following Thanksgiving, December 24, December 25, and two (2) floating holidays—regardless
of date of hire or promotion (taken at member’s discretion).

September 11th shall be recognized as a “safety stand-down day” in alignment with
IAFF stand-down procedures.

June 18th (Juneteenth) shall be recognized and the holiday routine will be observed.
5.19 Holiday Routine

Holiday routine is to be defined as tasks necessary to insure the proper and immediate
readiness for emergency response. Participation in public education events (i.e., parades,
celebrations, neighborhood requests etc.) takes priority on these holidays and will not be
excluded from District activities.

Holiday routine will be granted for the above holidays that the day staff is given paid
holidays, as well as for the Juneteenth holiday (June 19 annually).
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If an approved holiday for administrative day members falls on a weekend, they will be given
a full day off either the day before or the day after; whichever is in the same pay period as
the holiday and closest to the holiday. Shift members will only be granted holiday routine for
the actual holiday.

6. TERMS AND CONDITIONS OF EMPLOYMENT

6.1 Introduction

The District and the Association agree to the obligation to confer “in good faith” regarding the
Districts Career Development Guide with respect to wages, hours, and other terms and
conditions of employment; and to sincerely attempt to reach agreement on these issues,
specifically the qualification requirements for each position.

The District and the Association agree and acknowledge that it is important for members in the
bargaining unit represented by the Association to have significant promotional opportunities for
career advancement and that these opportunities should be defined in the Novato Fire
Protection District Career Development Guide.

6.2  Staffing

The District reserves the right to review the impact of staffing in regards to extraordinary
circumstance(s).

Any staffing decisions regarding the impact upon the members of the Association as it relates to
wages, hours, and working conditions shall be subject to the meet and confer process.

6.2.1 Staffing 48/96 Schedule

The District and the Association agree to utilize the 48/96 (2x4) staffing schedule.

6.2.2 Station Bidding

The District and the Association agree to station bidding for represented personnel effective
January 1, 2008.

Station bidding will occur within assigned shift, and be seniority based.

The District will maintain the right to assign personnel to apparatus or stations to best serve
the community. Examples of this include probationary personnel, newly promoted
personnel, training, and discipline. In general, the district will attempt to refrain from moving
personnel without strong, compelling reasons and not arbitrary feelings or opinions.

6.2.3 Constant Staffing

To assure fiscal efficiency, maintain appropriate service levels to the community, and to
provide consistent staffing guidelines, the District and the Association agree to maintain no
less than three personnel on an engine or any cross-staffed engine or truck combination
and two Firefighter/Paramedics on the first-out ALS medic ambulances.

The District shall attempt to keep shift numbers equally balanced. If staffing levels drop
below 19 through the use of short or long term leave or out of county deployments, the
District shall fill the position with overtime. Overtime shall be utilized if the sizes of the
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companies were to drop below a three-person company for engines and cross-staffed
engines, or two-person ALS medic ambulances and extra members assigned to that shift
were not present to fill the open positions.

To maximize hiring efficiency, the District reserves the exclusive right to hire “one-over” per
shift for a total of 60 NPFA shift personnel. The minimum staffing number shall remain 19
per shift.

For long-term leave options including extended workers compensation, light duty
assignments, or extended sick leave where it is anticipated the leave wili exceed three
months; the District may temporarily transfer excess members from another shift to make up
for any staffing shortages.

Both parties recognize that service levels are established by the Board of Directors.
6.2.4 Overtime

To provide a method for the fair and equitable distribution of available overtime shifts to
qualified shift members including routine coverage, emergency, and/or augmented staffing
during critical periods.

6.2.5 Mandatory Overtime Shift Members

To provide a method for the fair and equitable distribution of mandatory overtime shifts to
qualified shift members, when these shifts cannot be filled by the provisions listed in the
Overtime policy.

6.2.6 Minimum Staffing

To assure appropriate (fiscal efficiency) and consistent (certification, rank, training levels)
staffing guidelines for the Novato Fire Protection District fire stations and apparatus.

6.2.7 Reclassification to Firefighter/Paramedic

When vacancies occur in the job classification Firefighter/Paramedic, Firefighters with
current paramedic licensure may temporarily volunteer to fill such vacancies for up to one
year, or until such time as the vacancy is permanently filled, whichever occurs first.

When vacancies occur in the job classification Firefighter/Paramedic, Firefighters with
current paramedic licensure may request permanent re-classification transfers based on the
seniority system

6.2.8 Shift Transfers

The District reserves the right to provide a fair and equitable method of transferring
members between shifts to maintain adequate staffing, fill vacancies, meet operational
needs and manage member performance.

Members who are transferred between shifts, either involuntarily or voluntarily, shall be
granted ATO so as to ensure the member has a minimum of 96 consecutive hours off during
the transition to their new shift.
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6.2.9 Firefighter Positions

The District retains the right to not fill up to three allocated firefighter positions.

Entry Level Employment Probationary Period is one year from the time the new hire
employee begins regular duty, after completing their NFD training academy; academy plus
12 months on shift. “On shift” includes the 6-shift EMS evaluations before a regular shift
and station are assignment. If a new, entry level employee is hired and goes directiy to shift,
the probationary period is 12 months from the date they go on shift.

6.2.10 Paramedic Positions General

The parties agree that from time to time, the number of paramedics in the District will vary.
However, the District will make every reasonable effort to maintain a desirable level of
paramedics, if this does not cause any overall service reduction in the District.

The parties agree that in the event it becomes necessary for the District to lay off members,
said members shall be reduced in accordance with the Reduction in Force Procedures.

Should the reductions cause the number of qualified Firefighter/Paramedics in the
paramedic program to fall to nine (9), those nine (9) Firefighter/Paramedics shall be exempt
from the RIF procedures.

Should the number of participating qualified Firefighter/ Paramedics fall below nine (9), the
District may hire members from the outside to fill said positions.

Up to nine (9) and said members shall be exempt from the RIF procedures, until or unless
qualified Firefighter/Paramedics in the Department or on a re-employment list, with greater
seniority as Firefighter/Paramedics in the District, should request to re-enter the program.

Entry Level Employment Probationary Period is one year from the time the new hire
employee begins regular duty, after completing their NFD training academy;, academy plus
12 months on shift. “On shift” includes the 6-shift EMS evaluations before a regular shift
and station are assignment. If a new, entry level employee is hired and goes directly to shift,
the probationary period is 12 months from the date they go on shift.

6.2.11 Paramedic Engine Companies

The District has an established a Paramedic Engine Company program.

A minimum of one (1) California licensed and Marin County accredited Paramedic and the
related equipment will make up a Paramedic Company. The Captain of the apparatus shall
not qualify as the Paramedic.

The District will staff engines with paramedics whenever feasible
6.2.12 Out of County Deployment Voluntary List
It is recognized that the 3-year trial period for the Voluntary Out of County Deployment List

(VOCDL) has passed and therefore the process and policy are now permanent and can only
be changed through the meet and confer process.
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6.3  Eligibility for Promotional Exams

Eligibility for promotional exams shall be as follows:

e Engineer Position Two years fully paid experience with the District.
e Captain Position Hold rank of FF/PM5 and or F5 or equivalent, or three fully paid years of
experience with the District.

Personnel wishing to take a promotional exam must meet the most current qualifications, for the

desired position, as found in the latest version of the Career Development Guide and be

certified as an actor in that position, at the time that applications to take the test are due as per

the official test announcement.

In addition, the District and Association agree to meet and confer and have the option to modify

the standards when there are not enough eligible members to take an exam.

6.3.1 Seniority Points

Seniority points will be given on promotional exams in the following manner:
o % % per year, to a maximum of ten (10) years.

Member must achieve a passing score of 70% or greater to receive seniority points. In other
words if a member, with ten (10) years of seniority with the District, scores an 80% on their
promotional exam their final score, with seniority points added, would be 85%.

6.3.2 Notification of Exam Results

Upon completion of exam and within 5 business days the District shall provide each member
notification of their testing score and rank on the eligibility list prior to the Rule of Five.

6.3.3 Ruleof 5

The Rule of Five will be used to choose the most qualified candidate for the position.

All fire suppression positions and administrative positions represented by the Association
shall be filled by competitive testing, and positions shall be filled from a current eligibility list
as established pursuant to the Personnel Rules and Regulations and the Ordinance of the
Novato Fire Protection District establishing the personnel system.

6.3.4 Eligibility Lists

There will be an 18-month eligibility list for promotional exams except in the following
circumstances:

e Technical or legal difficulties preclude the production of a new list.
e A limited number of appointments may be made to meet emergency conditions.

Management shall establish a reference list for required knowledge for promotional positions.
Promotional examinations shall be preceded by at least 60 days of notice and reference lists
shall not be changed after notification of the examination.
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6.5 Licenses, Certifications, Accreditations

6.5.1 DMV Licensure

All personnel will be required to possess a minimum DMV licensure consistent with the Driver
License Requirements policy, at no cost to the District, within 12 months of their official hire date
and at all times duringemployment as a condition of employment. If the member fails to maintain
licensure the member will be placed on unpaid leave (or allowed to use any accrued vacation
and/or CTO time) until such time they can regain their license for a period not to exceed six
months. If the license has not been regained after six months, the District reserves the right to
administratively disqualify and release the member from employment in accordance with the
procedures established in the Managing Member Performance Issues and in conformance with
the Firefighter Procedural Bill of Rights.

6.5.2 EMT-P

All Firefighter/Paramedics must possess and maintain a valid EMT/Paramedic license from the
State of California and an EMT/Paramedic Accreditation with the County of Marin at all times
during employment as a condition of employment. If the member fails to maintain certification
the member will be placed on unpaid leave (or allowed to use any accrued vacation and/or CTO
time) until such time they can regain their Paramedic license for a period not to exceed six
months. If the license has not been regained after six months, the District reserves the right to
administratively disqualify and release the member from employment in accordance with
procedures established in the Managing Member Performance Issues and in conformance with
the Firefighter Procedural Bill of Rights.

The District shall reimburse the cost of EMT-P license renewal fee. Penalty and late fees are the
responsibility of the license holder and will not be reimbursed by the District. Proof of payment
must be submitted with the request for reimbursement.

6.5.3 EMT

All members who are not State Certified and County Accredited Paramedics must possess
and maintain a valid EMT Certification from the State of California or internal certification at
all times and as a condition of employment. If the member fails to maintain certification the
member will be placed on unpaid leave (or allowed to use any accrued vacation and/or
CTO time) until such time they can regain their EMT certification for a period not to exceed
six months. If the certification has not been regained after six months, the District reserves
the right to administratively disqualify and release the member from employmentin
accordance with procedures established in the Managing Member Performance Issues and
in conformance with the Firefighter Procedural Bill of Rights.

The District shall reimburse the cost of EMT license renewal fee. Penalty and late fees are
the responsibility of the license holder and will not be reimbursed by the District. Proof of
payment must be submitted with the request for reimbursement.

6.5.4 Violations and Infractions
The District will handie any member violations and infractions resuiting in suspension and or

restriction of a member’s driving privileges on a case-by-case basis. Disqualification of
driving privileges by operation of AB 3049 will not result in automatic termination.
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6.6 Personnel Files

The District and Association agree to follow the document “Managing Member Performance,” as
part of The Novato Way. Because of this change in philosophy, the following will apply.

Any informal or formal disciplinary action will be noted in the member’s annual evaluation.
6.6.1 Documentation of Discipline

Documentation of discipline shall be placed in the member's personnel file and shall remain in
the file for the following time periods:

e Step 1 Written Reprimand: Two (2) years
e Step 2 Suspension(s): Four (4) years

6.6.2 Additional Time Periods

1. If subsequent discipline of any of the above or greater occurs during this period of time, all
disciplinary action will remain in the member's personnel file until the most recent action is
removed in accordance with time frames set above.

2. After this period, the document will be placed in a separate file and will not be accessible
to people viewing the member's personnel files. This information will not be available to
promotion boards or to people outside the District for employment reference checks or
other purposes unless the member has given written authorization or the District is legally
required to provide it.

3. If the documentation of a disciplinary action is removed from the member's personnel
files, the action cannot be relied upon as the basis for progressive disciplinary action
should another incident occur warranting discipline. However, the District reserves the
right to use such documentation to refute a claim regarding the member’s overall
employment record or to refute a claim that the member did not have knowledge of a
policy, right, or standard.

6.7 Wellness/Fithess

The District and the Association agree to the obligation to confer “in good faith” regarding the
following fitness — wellness programs and policies with respect to wages, hours, and other
terms and conditions of employment, and to sincerely attempt to reach agreement on these
issues, including the following benefit categories.

6.7.1 Physical Fitness Program — Safety Members

The District has adopted and will follow the IAFF/IAFC Fire Service Joint Labor Management
Wellness - Fitness Initiative in order to:

e Increase the level of fitness of the safety members of the Novato Fire Protection District
so they may remain as free as possible from pain and injury.

e Provide a higher level and more cost-effective service to the community through fit
firefighters.

e Establish a formal procedure whereby all safety members of the Novato Fire Protection
District will be able to maintain a high level of physical fitness

21



6.7.2 Annual Physicals — Safety Members

The Novato Fire Protection District will conduct all physicals for safety members in
accordance with the IAFF/IAFC Fire Service Joint Labor Management Wellness - Fitness
Initiative and the latest version of the National Fire Protection Association — Comprehensive
Occupational Medical Program for Fire Departments Standard 1582,

Firefighter Physicals are recognized to be an important part of firefighter health, injury, and
illness prevention, and can provide opportunities for life-saving early detection of diseases
such as cancer. Because of this, and to ensure that the provider(s) chosen to deliver the best
level of care to its members, the NPFA shall be an active participant in the process of
recruiting and selecting a service provider. The District has the exclusive right to make final
decisions regarding the provider.

6.7.3 Industrial llinesses/Injuries

The District and the Association agree that injured workers deserve immediate and
appropriate care for legitimate job incurred ilinesses and injuries in accordance with state
and federal laws.

The Association will work in good faith to assist with future workers compensation changes,
understanding that cost saving measures and fewer workers compensation claims will help
stabilize rising costs.

6.7.4 Fit for Duty Examinations

Fit-for-Duty examinations requested by the District after a member has been released to full
duty by their treating physician may be requested by the Fire Chief per policy 1033 Return to
Work.

Fit-for-Duty examinations requested by the Fire Chief will be at the District's expense. Safety
members will make every effort to provide the District advance notice of their clearance for
duty date at least 7 days in advance. In those instances where the District cannot complete a
fit-for-duty exam prior to the member’s clearance date, the District shall place the
represented member on ATO from the date they were released to full duty by their treating
physician or the District may return the member to regular duty prior to the fit-for-duty exam.
In areas of disagreement, should they arise, the member shall remain on ATO and/or
released to full duty until which time the dispute is resolved.

6.7.5 Tobacco

Personnel hired after 1988 must refrain from smoking tobacco at all times as a condition of
employment.

Personnel hired after January 1, 2007 shall refrain from the use of all tobacco products.
6.7.6 Alcohol and Drug Use

Managers and supervisors may request that a member submit to a drug and/or alcohol test
when a manager or supervisor has a reasonable suspicion that a member is intoxicated or
under the influence of drugs or alcohol while on duty.

“Reasonable Suspicion” is a belief based on objective facts sufficient to lead a reasonably
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prudent supervisor to suspect that a member is under the influence of drugs or alcohol so
that the member’s ability to perform the functions of the job is impaired or so that the
member’s ability to perform his/her job safely is reduced. For example, any of the following
actions/behaviors, alone or in combination, may constitute reasonable suspicion:

Slurred speech;

Alcohol odor on breath;

Unsteady walking and movement;

An accident involving District property, where it appears the member's conduct is at
fault and either the damage equals or exceeds $5,000, or bodily injury has occurred;
Physical altercation;

Verbal altercation;,

Unusual behavior;

Any specific, contemporaneous, articulable observations concerning the appearance,
behavior, speech or body odors of the member,;

s Information obtained from a reliable person with personal knowledge.

7. PROCEDURES
7.1 Update/Amend Personnel Ordinance

The District and Association agree to develop a working group/committee to update the
Personnel Ordinance in order to address certain inconsistencies between the Ordinance and
State Law under the Firefighter Procedural Bill of Rights, California Government Code 3250
(FBORY), and the Meyers-Milias Brown Act, California Government Code 3500 (MMBA). To
reconcile these inconsistencies, we will focus on a set of amendments to the Ordinance that
target only those portions of the Ordinance that are clearly preempted under state law, but that
otherwise retains the basic framework and language of the Ordinance as it was originally
adopted and then amended by voter initiative. In addition, the District and Association agree to
review and update the Novato Way, including but not limited to the Managing Member
Performance section for consistency with FBOR. Any updates must be mutually agreed upon
prior to implementation and adoption of the Board of Directors. The goal for completion will be
no later than 12 months from the ratification of the contract.

7.2 Life Preserver Clause

In the event a NPFA member is confronted with an immediate situation involving their health
and safety, or that of their family, that they feel is not being accounted for appropriately, the Fire
Chief or their designee and the NPFA President or their designee will be immediately notified
through closed loop communication such as telephone, text, or radio.

Note: Life Preserver Clause is not to be used for operational issues that should be addressed
through the risk refusal or turn down policy and the operational chain of command. For
operational issues see NFD policy 320 Risk Refusal—Standard Operating Procedure for
reference.

A mutually agreed upon Message Precedence Policy will be established in conjunction with the
inclusion of the Life Preserver Clause.

7.3 Reduction in Force (RIF)
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7.3.1 Abolition of Position

Whenever it becomes necessary in the interest of sound management, the Board of Fire
Directors may abolish any position or employment in the District and layoff, demote, or transfer
the member.

The Board of Fire Directors shall notify the personnel officer of the intended action with reasons
therefore.

A copy of such notice shall be given the member affected; any member so laid off, demoted, or
transferred, shall nevertheless, retain the priority granted by Section 7 hereof for a period of two
(2) years unless such person is sooner re-employed, re-established in rank or reassigned by the
District.

7.3.2 Order of Layoff

If the Board of Fire Directors determines that a reduction in personnel is necessary, except as
otherwise provided for herein, all layoffs, from the District resulting from a reduction in force
shall be made based on total seniority in the District.

If two or more members have equal seniority, reductions will be implemented based on their
ranking upon the eligibility list in effect at the time of original hiring..

7.3.3 Layoff by Displacement

A member designated to be displaced (i.e. demoted or transferred as a result of a reduction in
force) may displace a member in a lower rank in the District having less overall seniority in
that rank; the least senior member being displaced first, and so on with senior displaced
members displacing junior members.

Any member displacing another member under the provisions of this section must be
otherwise qualified to assume the position being taken as determined by the Fire Chief.

7.3.4 Seniority Determination

A member's seniority within a rank for layoff and displacement (i.e., transfer, demotion, etc.)
purposes shall be determined by adding his or her length of service in the particular rank in
question to his or her length of service in higher ranks.

Seniority shall accrue during periods of layoff. Seniority shall not accrue during leaves of
absence. However, any member who receives approved leave of absence shall retain all of
his accrued seniority. Such members shall remain on seniority lists, and should their name
be reached for layoff purposes while the member is on a leave of absence, said member
shall be laid off as if he were otherwise working.

Seniority shall accrue during a layoff for the sole purpose of establishing priority for layoffs
and re-employment.
7.3.5 Re-Employment Lists

The names of probationary and permanent members who have been laid off, demoted, or
transferred as a result of a reduction in force shall be placed on appropriate re-employment
lists in the order of total continuous cumulative time served in probationary and permanent
status.
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Such names shall remain thereon for a period of two years unless such persons are
sooner re-employed, re-established in rank or reassigned.

Personnel with exactly the same amount of total continuous cumulative time served in
probationary and permanent status shall be placed on appropriate re-employment lists in
the order of their placement on the employment eligibility list at the time of the
commencement of their respective continuous cumulative time served.

Appointments to vacant positions shall be given to persons who are still otherwise qualified
and who have been placed on re-employment lists as the result of their having been laid
off, demoted, or transferred as a consequence of a reduction in force.

At all times during the two (2) year re-employment period it shall be the responsibility of
any member placed upon re-employment lists as a result of a reduction in force to see that
the District's Personnel Officer is provided with current written notice of his or her mailing
address and telephone number where he or she can be reached for the purpose of
notifying him or her of re-employment opportunities.

The failure of a member to comply with this requirement may result in the loss of the status
as provided herein. Written notice of any job openings in the District shall be provided to
members placed on re-empltoyment lists because of a reduction in force.

A member may request in writing that his or her name be removed from consideration for
any future job opening. If a member fails to respond within 21 days to a notice sent by
certified mail (or registered mail) to his or her last known address, he/she will not be
considered for that job opening.

That member shall remain at the top of the re-employment list uniess he/she fails to
respond to a notice of a second job opening, which failure shall cause the member to be
dropped to the bottom of the than existing re-employment list.

The names of persons on promotional employment lists who resign from the District shall
automatically be dropped from such lists. Members who resign from the District shall not
have their names placed upon re-employment lists.

No safety member shall be subject to displacement if the District could reasonably displace
a non-safety member in lieu thereof.

7.3.5 Replacement Lists

It shall be the intent of this document that all returning members will return to their original
rank at the time of lay off only when those positions become available.

The names of members who have been demoted or transferred because of a reduction in
force shall be placed on a replacement list, which shall establish priority for a rank or
assignment. This list shall be maintained so long as nhames remain thereon.

If there is reassignment to a rank or position any member considered for such
reassignment shall be either already employed by the District in another or lower rank or
shall be re-employable under the other provisions of this procedure. Said member must still
be qualified to reassume the, position in question.

The modification set forth in Section lll entitled, “Paramedics” alter the above Reduction in
Force procedure.

No safety member shall be subject to displacement if the District could reasonably displace a
non-safety member in lieu thereof.



7.4  Grievance Process - Definition, Scope, and Right to File

1. A grievance is a claimed violation, misinterpretation, inequitable application, or non-
compliance with provisions of the following:

a) Collective bargaining agreement,

b) Personnel ordinance;

c) Resolutions;

d) Existing practices affecting the status or working conditions of District employees;

e) Complaints of harassment, discrimination, and retaliation based on protected class or
activity shali be handled in accordance with District's policy 1010 Discriminatory
Harassment, and shall not be subject to the grievance procedure. Complaints of
harassment, discrimination, and retaliation for Association activity shall be grievable.

2. A grievance may be filed by an employee in his’her own behalf, or jointly by any group of
employees, or by the Association.

3. if the District asserts that a grievance is outside the scope of the procedures or definitions
contained herein, such assertion shall be evaluated and ruled upon at each step. Such claim
shall not halt the further processing of the grievance until Step 3 is reached. At Step 3, the
arbitrator shall evaluate the assertion, and make a ruling prior to hearing the grievance on the
merits, if necessary.

7.5  Grievance Procedure Steps
1. STEP 1 - Deputy Fire Chief

a) Within thirty (30) calendar days of the event giving rise to a grievance, the grievant shall
present the grievance to the Deputy Fire Chief for disposition.

b) The Deputy Fire Chief, or his/her designee, shall issue a written response within fourteen
(14) calendar days. If the Deputy Fire Chief fails to issue a written response within
fourteen (14) days, the grievant may proceed to Step 2.

2. STEP 2 ~ Fire Chief

a) If the grievant believes that the grievance has not been redressed in Step 1, he/she may
appeal the decision in writing to the Fire Chief within fourteen (14) calendar days of receipt
of the Step 1 decision.

b) Within twenty-one (21) calendar days after a Step 2 grievance is filed, the Fire Chief shall
investigate the grievance, confer with the grievant in an attempt to resolve the grievance,
and make a decision in writing.

¢) Association grievances based on a claim of a violation within its scope of representation
shall be initiated at Step 2.

3. STEP 3 - Arbitration

a) If the grievant believes that the grievance has not been adequately resolved at Step 2, the
Association may file, in writing, within fourteen (14) calendar days of receipt of the Step 2
decision, a request to arbitrate the grievance.
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b) The grievance will be determined by an arbitrator selected by mutual agreement between

the District and the Association.

¢) The decision of the arbitrator will be final and binding on all parties.

d) Both parties shall endeavor to submit the grievance to the arbitrator within sixty (60)

7.6

calendar days after filing of the appeal to Step 3.

Immediate Arbitration

1. In cases of alleged irreparable injury, the Association (only) may invoke “immediate

7.7

arbitration.” The purpose of this provision is to have a determination by the arbitrator of the
propriety or impropriety of the intended action before the action/omission occurs. The
parties shall, by mutual agreement, or “striking”, choose an arbitrator within five (5)
workdays of the grievance reaching Step 2, or use the usual “striking” procedure and
timelines if the action is stayed pending a decision.

. There shall be oral argument after the evidence is submitted. Post hearing briefs may be

submitted by mutual agreement. Pre-hearing briefs may be submitted at the option of
either party.

General Conditions

. Any time limit may be extended by mutual agreement in writing.

. An aggrieved employee may be represented by a representative of his/her choice and

said representative is entitled to be present at all formal meetings, conferences, and
hearings pertaining to the grievance.

. All expenses of arbitration shall be shared equally by the District and the Association.
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On behalf of th NOVATO FIRE PROTECTION DISTRICT BOARD OF DIRECTORS:
Date: \ j

Signature: AL /‘\\ «&(’)M

Name: Bruce Goines

Title: President, NFPD Board of Directors

On Behalf of NOVATO PROFESSIONAL FIREFIGHTERS ASSOCIATION, IAFF LOCAL 1775:

Date: || o9/ 20 /
Slgnaturi / %‘-—\

Name: Mark Larroqu

Title: President, Novato Professional Firefighters Association
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NOVATO FIRE DISTRICT BASE PAY SCHEDULE
Effective July 1, 2025

Note: 2,912 annual hours for Shift employees; 2,080 annual hours for Day employees

gmassﬂicahon 7/1/2024 —1 7/1/2025 — |11/1/2025 -] 7/1/2026 - | 7/1/202 —
6/30/2025 |10/31/2025| 6/30/2026* | 6/30/2027 | 6/30/2028
Annual S 157,978.16)$ 173775988  177.11247)$ _ 185,968.10}5 19526650

, Monthly $  13.164.85]$ 1448133l 14750378  15497.34fs  16.272.21
Captain Semi-Monthly |5 6582.42]s  7.24067|8  7.379.60]s  7.74867)s  8136.10
Hourly $ 54.25(% 59.68|$ 60.82|$ 63.86|$ 67.06

Annual S 139,342.903)5  153277.22]  156.220.15/ _ 164,031.158 _ 172,232.71
, Monthly $  11611.91]s 12773108 13.018.35]$  13669.26/8  14.,352.73f
[Fngineer Semi-Monthly |5 5.805.96(  6.386.55]$  6,509.17|5  6.834.63)s  7.176.36]
Hourly $ 47.85[$ 52.64|$ 53.65|$ 56335 59.15
Annual S 1484002315  163.240.25[5  166,374.47)5  174,693.19 _ 183.427.85
_ - Monthly $  12,366.60|$  13603.35/5  13,864.54|$ 1455777/  15.285.65
[Engineer/Paramedic Semi-Monthly |[$  6,18334]s  6801.68)s 6932275  7.27888)5  7.642.83
Hourly $ 50.96|$ 56.06/9 57.13]$ 50.99(s 62.99
Annual S 130,342.93)$  153.277.225 156220158 16403115  172,232.71|

o . Monthly $  1161191]s 1277310/ 13018355 13669268  14,352.73
Firefighter/Paramedic 5 Semi-Monthly |§ 580596/  6386.55]  6509.17)$  6,83463|8  7.176.36
Hourly $ 4785($ 52.64]3 53.65|3 56.33|$ 59.15
lAnnual $ 131193823 144313205  14708402|5  154.438.2255  162,160.13

o , Monthly $  10932.82]$ 12026108  12.257.00]5  12,860.85)  13,513.34
Firefighter/Paramedic 4 Semi-Monthly [ 546641]5  6013.05]s 6128508 643493l 675667
Hourly $ 45053 49.56$ 5051|$ 53.04|$ 55,60
Annual S 123009.83)  135310.81]  137,908.78|$  144,804.225  152,044.43)|

o , Monthly S 10250.82)$  11.275.90fs  1140240[s  12,067.02s  12,670.37
|Firefighter/Paramedic 3 Semi-Monthly |s  5.12541]s  5637.95s 5746208 6033518  6.335.18)
Hourly $ 42.24/$ 46.47% 47.36]$ 49738 52.21
Annual S 157,978.46$ 173775988  177.11247)$ 18596810/ _ 195.266.50)

_ ~ Monthly $  13164.85]5  14.481.33)5  14,750.37$ 1549734l  16.272.21
[Peputy Fire Marshal/Captainjsc moniny |5 66242 724067 757069ls 774867 8.136.10|
Hourly $ 75.95(% 83.55(% 85.15]$ 80.41|$ 93.88
Annual S 165877.065  182.464.77)5 18596800/ 19526649  205,029.82

- o Monthiy $ 1382300/ 1520540/  15497.34/5  16.272.21 17,085.82
Training Captain emi-Monthly [s  6911.54/5  7.60270]s  7.74867]s  8.136.105  8.542.91
Hourly $ 79.75|$ 87.72|$ 80.41$ 93.88|$ 98.57
[Annual S 140006403 154907048 157072988 16587163/  174,165.21]

_ Monthly $  1174220($ 12916425  13.164.42)s  1382264)s  14,513.77
|Fire inspector 2 emiMonthly |$ 587110  645821]s  658221]s 6911328  7.256.88|
Hourly $ 67.74/$ 7452|$ 75.95($ 79.75($ 83.73
Annual S 132087.78)5  145206.56|$  148.086.25/5  155490.56)5  163,265.09)

, Monthly $  11,007.32]$  12108.05] 1234052/  12.95755l5  13,605.42
Fire Inspector 1 Semi-Monthly | 550366/  6054.02]5  6.170.26]3  647877)s  6.802.71
Hourly $ 63.50($ 69.85$ 71.20|$ 74.76|$ 78.49

* Incentives added to base salary the first full pay period in November 2025
**  Engineer/Paramedic receives a 6.5% premium over Engineer
** Training Captain receives a 5% premium over Captain
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Monthly Vacation Accrual Table

Shift Members
Annual Accruall Jan [Feb |Mar [Apr |May [June |July [Aug |Sept [Oct |[Nov |Dec
1 Year 6 Shifts / 144 Hours 12| 24| 36| 48] 60 72 84| 96| 108| 120| 132| 144
5 Years |9 Shifts / 216 Hours 18 36| 54| 72 90| 108| 126( 144| 162| 180| 198| 216
10 Years |11 Shifts / 264 Hours 22| 44| 66| 88| 110 132 154 176| 198| 220| 242| 264
15 Years |13 Shifts / 312 Hours 26| 52| 78| 104 130| 156| 182 208 234| 260| 286| 312
20 Years |16 Shifts / 384 Hours 32{ 64| 96| 128| 160| 192 224| 256{ 288| 320| 352| 384
25 Years |18 Shifts / 432 Hours 36| 72| 108]| 144| 180 216( 252| 288| 324| 260| 396 432
Day Members
Annual Accrual | Jan Feb |Mar |(Apr May June [July Aug Sept Oct Nov Dec
1 Year 102 Hours 8.5 17| 255 34 42,5 51 59.5 68 76.5 85 93.5| 102
SYears |[153Hours | 12.75| 25.5| 38.25 51| 63.75| 76.5| 89.25 102| 11475 127.5] 140.25| 153
10 Years [187 Hours | 15.58| 31.17| 46.75| 62.33| 77.92; 935| 109.08| 124.67| 140.25| 155.83| 171.41 18%-
15 Years (221 Hours | 18.42| 36.83| 55.25( 73.67| 92.08| 110.5| 128.92| 147.33| 165.75| 184.17| 202.58| 221|
20 Years |272 Hours | 22.67| 45.33 68| 90.67| 113.33 136 158.67| 181.33 204} 226.67| 249.33| 272
25 Years |306 Hours 25.5 51| 76.5 102| 127.5 153| 1785 204| 229.5 255| 280.5| 306
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M
Phone 415 473.6147

. Fax (benefits) 415 473-3612

Fax (adnun) 415 473.4179

MCERA.0rg

September 30, 2025

Dan Peters, Fire Chief

Novato Fire Protection District
95 Rowland Way

Novato, CA 94945

Dear Chief Peters,

Thank you for providing the drafi language in the proposed 2025-2028 Memorandum of
Understanding between Novato Fire Protection District (District) and Novato Professional
Firefighter’s Association (NPFA). The draft language is listed below for reference:

4.1.5.2 Sick Leave Conversion to MCERA Service Credit at Retirement

When an employee retires from the District through MCERA, the employe will be
credited with 100 percent of their unused sick leave, accumulated as of the date of their
retirement. To be eligible, the employee must terminate active employment and begin
retirement the day afier their termination date. There shall be no payoff for any unused
sick leave. Converted sick leave service credit is added to the employee’s total service
credit when the MCERA retirement benefit is calculated. Converted sick leave cannot be
used to meet MCERA eligibility requirements. For example, accumulated sick leave
hours cannot be used to reach the MCERA vesting requirement. To be vested the
employee must have actually worked and paid contributions for the required number of
years of service credit for their retirement tier as identified by MCERA.

I can confinm that the drafi language will address the Sick Leave Conversion issue that was
communicated by MCERA to the District on May 16, 2025. We appreciate the Districts and
NPFA's prompt attention to this issue.

Sincerely,
T

Jeff Wickman
Retirement Adminstrator

Cc:  Mark Larroque, President, Novato Professional Firefighter’s Association
Anya Blair, MCERA Assistant Retirement Administrator

MARIN COUNTY EMPLOYEES' RETIREMENT ASSOCIATION (Ine Mofarns Parkway. Sutte 100, San Rafact. (A 94903-2764





