Agreement to Amend the Memorandum of Understanding between Laguna Beach County Water
District and International Brotherhood of Electrical Workers, Local #47 General and Mid-
Management Unit Employees dated July 1, 2026 to June 30, 2029.

1. Article 1- Preamble

Currently the Agreement Reads:

This Agreement is a Memorandum of Understanding {"MOU" or "Agreement") entered into on
this 29th day of January, 2026, between the Laguna Beach County Water District ("LBCWD" or
"District") and the International Brotherhood of Electrical Workers ("IBEW" or "Union") (AFL-
CIO) Local #47, the formally recognized exclusive representative of the General and Mid-

Management Unit employees, pursuant to the provisions of the Meyers-Milias-Brown Act. The
District and the Union are each a "Party" and together are the "Parties."

This Agreement is a Memorandum of Understanding ("MOU" or "Agreement") entered into on
this 29th day of January, 2026, between the Laguna Beach County Water District ("LBCWD" or
"District") and the International Brotherhood of Electrical Workers Local #47 (“IBEW?” or
“Union”) (AFL-CIO), the formally recoghized exclusive representative of the General and Mid-
Management Unit employees, pursuant to the provisions of the Meyers-Milias-Brown Act. The
District and the Union are each a "Party" and together are the "Parties."

2. Article 14- Longevity Pay, Section 14.1

Currently the Agreement Reads:

Employees will receive longevity pay the first full pay period following the anniversary date that
meets the following required years of continuous full-time service. If the employee is at the
maximum of their job classification salary range, said employee will receive a lump sum
longevity bonus payment that matches the below.

Itis agreed that the amended agreement will read:

Employees will receive longevity pay the first full pay period following the anniversary date that
meets the following required years of continuous full-time service.

Adopted, signed and approved on August 11", 2026
Colin Lavin Keith Van Der Maaten, P.E.

Business Manager General Manager
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ARTICLE 1 -- PREAMBLE

This Agreement is a Memorandum of Understanding (“MOU” or “Agreement”) entered
into on this 29th day of January, 2026, between the Laguna Beach County Water District
(“LBCWD?” or “District”) and the International Brotherhood of Electrical Workers (“IBEW” or
“Union™) (AFL-CIO) Local #47, the formally recognized exclusive representative of the General
and Mid-Management Unit employees, pursuant to the provisions of the Meyers-Milias-Brown
Act. The District and the Union are each a “Party” and together are the “Parties.”

ARTICLE 2 --TERM OF THE AGREEMENT

The terms and conditions of this MOU will remain in full force and effect from July 1,
2026, until June 30, 2029 (the “Term”). This MOU constitutes the full and complete agreement
between the Parties on all matters within the scope of representation, and expressly supersedes all
prior agreements, understandings, past practices, and any other obligations or commitments of any
kind, whether written or oral, relating to wages, hours, and terms and conditions of employment
for represented employees. The Parties acknowledge that each has had the full and unrestricted
right and opportunity to make demands and proposals with respect to any subject or matter
appropriate for collective bargaining, and that the understandings and agreements arrived at by the
Parties after the exercise of that right are set forth in this MOU. Neither Party shall be compelled
to negotiate on any subject within the scope of representation during the Term, except as otherwise
expressly required by the Meyers-Milias-Brown Act, and only then upon written request
specifically identifying the subject matter and a good-faith basis for the request. If either Party
desires {0 negotiate a successor agreement or propose changes or modifications to this Agreement
for a period following the expiration of the Term, it shall give written notice to the other Party not
less than sixty (60) days prior to the termination of this Agreement, in writing. Such notice shall
be for the purpose of commencing negotiations for a successor agreement, and shall not obligate
either Party to reopen or modify this MOU during the Term.

ARTICLE 3 --RECOGNITION

3.1 The District recognizes the Union as the formally recognized employee
organization of all employees covered hereby for the purpose of meeting and conferring with
respect to wages, hours, and all other terms and conditions of employment, as defined by the
Meyers-Milias-Brown Act.

3.2 This Agreement shall apply to regular, full-time District General and Mid-
Management employees in the positions listed in Appendix A, excluding temporary and
confidential employees, as defined in the Meyers-Milias-Brown Act and applicable Public
Employment Relations Board regulations. Unless the context clearly suggests otherwise, all
references in this Agreement to “employee” or “employees” shall be limited to such represented
employees.

ARTICLE 4 -- COMPLIANCE WITH LAW

4.1 This MOU is subject to the provisions of the Meyers-Milias-Brown Act (Section
3500 through 3510 of the California Government Code) and all other applicable laws of the state
of California. This MOU shall be administered in a non-discriminatory manner.




4.2 For the purpose of detérmining the conformance of the provisions of this MOU
with the applicable laws of the state of California, each provision of this MOU shall be deemed
separate and severable from all other provisions of this MOU.

43 If any provision(s) of this MOU are found to be or become contrary to the
applicable laws of the state of California either by judicial decision or amendment to the applicable
laws of the state of California, then such provision(s) shall be deemed void and invalid for all
purposes, but all other provisions of this MOU shall remain in full force and effect unless the
parties shall agree that to hold such other provision or provisions in full force and effect shall be
inconsistent with the purpose and intention of this MOU., In the event any provision is held invalid,
the parties shall meet promptly regarding such provision.

4.4 If the District consolidates or merges with another public entity, this MOU will be
subject to the laws of succession that are effective as of the time of that consolidation or merger.

ARTICLE 5 -- NON-DISCRIMINATION

There shall be no discrimination of any kind by the Union or the District against any
employee, to the extent the applicable law prohibits such discrimination, harassment, or disparate
treatment, because of race, color, religious creed, sex (including gender, gender identity, gender
expression, transgender, pregnancy and breastfeeding) sexual orientation, marital or domestic
partnership status, national origin, ancestry, age, physical or mental disability (including AIDS
and HIV), medical condition (associated with cancer or history of cancer), genetic information,
veteran status, political affiliation or opinion or any other status protected by state and federal laws.

ARTICLE 6 -- DUES CHECK OFF

6.1 The Union is responsible for all decisions to initiate, change, and cancel
contributions from represented employees’ pay, and for all matters regarding an employee’s
revocation of an authorization, and the District shall rely solely on information provided by the
Union on such matters. “Contributions™ as used in this section means Union membership dues,
initiation fees, political action funds, other contributions, and any special membership assessments,
as established and as may be changed from time to time by the Union. The District shall direct all
employee requests to change or cancel contributions, or to revoke an authorization for
contributions, to the Union. The District shall not seek to resolve disputes between the Union and
represented employees about Union membership, the amount of contributions, or revoking
authorizations for contributions. The District or its managers shall not provide advice to
employees about those matters, and shall direct employees with questions or concerns about those
matters to the Union. The parties agree that the District has no role, responsibility, or decision-
making authority over the terms of Union membership, including revocation of such membership,
or over revocation of an employee’s authorization for deductions of contributions, except to cancel
deductions upon notice from the Union.

6.2  The District shall deduct contributions from a represented employee’s pay upon
submission by the Union of a request and a certification by an authorized representative of the
Union that, for each employee for whom the Union has requested deduction of contributions, the
Union has and will maintain a voluntary written authorization signed by that employee authorizing




the deduction. The District shall implement new, changed, or cancelled deductions in the pay
period following the receipt of a request from the Union, but only if the Union submits the request
by noon two working days prior to the end of a pay period. Ifthe District receives the request after
that time, the District will implement the changes in the subsequent pay period. Except as
otherwise provided in this section, the District shall continue to deduct and remit contributions
until it receives notice to change or cancel deductions from the Union, or it receives an order from
a court or administrative body directing the District to change or cancel the deductions for one or
more employees. The District will promptly pay over to the Union all contributions.

6.3 Contributions withheld by the District shall be transmitted to the officer designated
in writing by the Union as the person authorized to receive such funds at the address specified.

6.4  Ifan employee asks the District to deduct contributions, the District shall direct the
employee to the Union to obtain the Union authorization form. If a represented employee hand
delivers the official Union form authorizing such deductions to the District, the District shall
process the authorization and begin the deduction within thirty (30) days. The District will send
the Union a copy of any authorization form that it receives directly from a represented employee.

6.5 The Union shall indemnify, defend, and hold the District harmless against any
liability arising from any claims, demands, or other action relating to the District’s compliance
with the Union dues obligation, including claims relating to the Union’s use of the monies collected
under these provisions. The District reserves the right to select and direct legal counsel in the case
of any challenges to the District’s compliance with the union dues obligation, and the Union agrees
to pay an attorney, arbitrator, or court fees related thereto.

ARTICLE 7 --UNION ACTIVITY

7.1 Access to District Facilities. The Union may schedule pre-work, afer-work, or
lunch meetings for the IBEW Unit representatives and/or employees in the District conference
rooms at reasonable times when these facilities are not being used, by submitting a verbal, written,
or electronic request for approval to the appropriate District representative. The request shall
include the date, time, and the number of people expected for the meeting. The District will
provide consideration for up to two (2) meetings per year. The Union will be granted access to
IBEW Unit employees on District premises for the purposes of investigating grievances, engaging
in contract enforcement and other representational duties, upon reasonable request, explanation of
process, and approval by the General Manager or designee. The Union will present such requests
to the General Manager at least 48 hours in advance of the access sought. The Union will not
interfere with the regular District business/duties when present on District property. Unit
employees may be granted release time at the discretion of the General Manager for a reasonable
amount of time to meet with the Union for the purposes of investigating grievances, engaging in
contract enforcement and other representational duties.

7.2 Bulletin Boards. The District shall provide for the Union’s use designated bulletin
boards where employees in the bargaining unit have access during regular business hours. The
Union shall exclude material that is defamatory, derogatory, harassing, or obscene. The Union
shall also exclude material pertaining to political matters or to any matter in dispute involving any
other employer than the District or any other labor organization than the Union. All posted




materials shall be authenticated by the signature of a duty authorized representative, shall be neatly
displayed and shall be removed when no longer timely. The District reserves the right to remove
any unauthorized or untimely posted material.

7.3 Official Representative/Stewards and Release Time. The Union shall have the
right to appoint Stewards as they deem necessary for the appropriate representation of the IBEW
Unit. Upon appointment, the Union shall provide the General Manager with the names of the
stewards within thirty (30) calendar days of the contract ratification date, and thirty (30) calendar
days following any changes (i.e., the appointment or removal of an employee from these duties).
There shall be a maximum of four (4) stewards for the General Unit and Mid-Management Unit
(2 for each unit). Each of the four (4) identified stewards will be permitted 8 hours in IBEW
TRAINING per steward per calendar year, for a cumulative total of thirty-two (32) hours per
calendar year. The Stewards, to the extent they cannot perform their responsibilities on non-
working time, may use this time for training purposes; presenting grievances on behalf of the
General and Mid-Management Unit employees; presenting concerns/questions on behalf of the
General and Mid-Management Unit employees to the General Manager or designee; investigating
whether a violation of the MOU has occurred and if a grievance is warranted; investigating
grievances, and; when requested, representing General and Mid-Management Unit employees who
have been directed to attend an investigatory interview and/or disciplinary meeting with
management. Such use of working time shall be subject to advance approval of the appropriate
supervisor(s) or manager(s) on the basis that it will not interfere with the normal operations or with
established safety or security requirements. See Appendix C.

74  Union Access. The Union shall be permitted to contact individual employees
working within the represented bargaining unit during business hours on matters within the scope
of representation, provided proper arrangements have been made for each such contact with the
employee’s supervisor or the General Manager.

ARTICLE 8 -- MANAGEMENT RIGHTS

8.1 The District shall retain and continue to have sole and exclusive responsibility and
right, except as otherwise explicitly and unambiguously provided by this Agreement, to manage,
plan, direct and control all aspects of its operations, to direct its employees and its work force; to
hire, promote, transfer, demote, layoft, recall, discipline, suspend or discharge employees at will
and in its sole discretion; to assign and reassign employees to new or different duties or
classifications, hours of work and shifts; to add or delete job classifications and duties; to establish
rules and regulations not in direct conflict with this Agreement; to introduce new and improved
methods of operation, including the use of new technology and automation; to subcontract to others
any work on or off premises; to determine the size and composition of the work force; to determine
the number of employees assigned to any operation; to set and attain work and production
standards; to improve quality; to reduce costs; to perform any and all other things which the District
deems necessary and desirable for the efficient and successful operation of its business, subject to
any meet and confer obligations imposed by the Meyers-Milias-Brown Act. The enumeration of
specific rights in this section is not intended to, and shall not be construed to, limit or restrict the
District’s inherent or statutory authority and management rights in any mannes.




8.2  The District shall be the sole judge as to the reliability, competency, and
performance of any of the employees. All employees must perform their work to the satisfaction
of the District.

83 Nothing in this Agreement shall limit the District’s management functions, under
which it shall have, among others, the right to determine the qualifications of employees; to
observe and evaluate an employee’s job performance and to apply disciplinary action as the
District deems just, necessary, desirable or appropriate; to determine staffing levels, the methods
and means by which District work is performed, and the tools and equipment used to perform such
work; and to require employees to observe District rules and regulations presently in effect and/or
to be put into effect, provided they are not an explicit limitation expressly stated in the provisions
of this Agreement, subject to any meet and confer obligations imposed by the Meyers-Milias-
Brown Act.

8.4  Itis the exclusive right of the District to administer the merit system.

8.5 Without limiting the above, the District retains the authority to take whatever action
may be necessary when it determines there exists an emergency situation, and the District’s
determination that an emergency exists shall be conclusive, so long as said determination is
consistent with applicable law, An emergency is any sudden, unforeseen, event or state of affairs
that demands immediate action to avoid or mitigate injury, loss of life, damage to property,
interference with essential public service, or disruption to the normal supply of safe, clean and
adequately pressurized water for all intended water District uses.

8.6  The right and responsibility of final decisions regarding wages, hours, fringe
benefits, working conditions, and other terms and conditions of employment resides solely with
the District’s Board, subject to any meet and confer obligations imposed by the Meyers-Milias-
Brown Act.

8.7  The General Manager will designate in writing the Human Resources
Representative referred to in this MOU, who may be an employee or consultant of the District.

ARTICLE 9 -- JOINT LABOR MANAGEMENT COMMITTEE

9.1 A Joint Labor Management Committee will be established and will be comprised
of the following:

9.1.1. The Committee will be comprised of the General Manager {or designee)
and up to four (4) other District representatives, the IBEW Unit’s representative, and no more than
four (4) other IBEW Unit employee representatives.

9.1.2. The Committee will meet at the request of either Party not more than once
per quarter. The General Manager will make every effort to attend as available. The requesting
Party shall construct a meeting agenda and submit it to the other side in writing prior to the
meeting. More frequent meetings may be held by mutual agreement.




9.2  The basic purpose of these meetings is to discuss issues of common interest and to
solve problems in a constructive fashion. This Committee process, and the matters discussed, shall
not be subject to the grievance or arbitration procedure set forth in Article 10.

ARTICLE 10 -- GRIEVANCE PROCEDURE

The District and the Union recognize the value of discussing concerns from Union
members about matters within the scope of representation. Before filing any grievance under this
section, the Union shall meet with a District representative on questions relating to the
interpretation or application of a provision of this Agreement.

10.1 A grievance must be in writing and is defined as a complaint that there has been
noncompliance with or a misinterpretation or misapplication of an express provision of this MOU.
The written grievance shall contain:

1. Employee(s) name, job title, and department;
2. Name of representative;
3. Statement of grievance, providing date and time, or action aggrieved, and the

circumstances of the grievance;

4. Specific provisions of the MOU alleged to have been violated;
S. Date of filing of formal grievance; and
6. Signature of the Union representative. (Electronic signature accepted.)

10.2  Step 1. The Union shall submit any grievance in writing to the grievant’s
Supervisor within ten (10} working days of the occurrence or date the grievant reasonably learned
of the occurrence upon which the grievance is based. Any grievance not submitted within the
prescribed time will be deemed waived. Following the submission of the grievance, the grievant
and the Union representative shall meet with the Supervisor within ten (10) working days to
attempt to resolve the grievance. If a resolution is reached at this Step, then the Supervisor shall
state the resolution in writing, which will be countersigned by the Union representative. If no
resolution is reached at this Step, then the Supervisor will render a denial decision in writing and
transmit it to the Union within ten (10) calendar days after the meeting.

10.3  Step 2. Ifthe Union does not agree with the Supervisor’s decision, or if no written
denial decision is received within ten (10} calendar days, then the Union may present the formal
written grievance to the General Manager’s designated Grievance Appeal Manager. Failure of the
Union to submit the grievance to the Grievance Appeal Manager within ten (10) calendar days
after receipt of the written decision from their Supervisor will constitute a waiver of the grievance.
The Grievance Appeal Manager, after receiving the grievance, will discuss the grievance with the
Union representative and the aggrieved employee(s). The Grievance Appeal Manager will render
a decision in writing to the employee within ten (10) calendar days after receiving the grievance.
If the General Manager has not designated a Grievance Appeal Manager, then the grievance will
be elevated directly to Step 3.




16.4  Step 3. If the Union does not agree with the Grievance Appeal Manager’s decision,
or if no written decision is received within ten (10) calendar days, then the Union may present the
formal written grievance to the General Manager. Failure of the Union to submit the grievance to
the General Manager within ten (10) calendar days after receipt of the written decision from their
Grievance Appeal Manager will constitute a waiver of the grievance. The General Manager, after
receiving the grievance, will discuss the grievance with the Union representative and the aggrieved
employee(s). The General Manager will render a decision in writing to the employee within
fourteen (14) calendar days after receiving the grievance.

10.5 Step 4 (Board of Directors). If the grievance is not resolved in Step 3, the Union
may submit it in writing to the Board of Directors within five (5) working days after the General
Manager’s written decision is provided. To the extent possible, the Board of Directors shall meet
with the Union representative at a Board Meeting, subject to the requirements of the Ralph M.
Brown Act, and shall deliver an answer to the Union in writing within five (5) working days after
that meeting. The decision of the Board of Directors shall represent the final decision of the District
with respect to the grievance, and shall not be subject to any further appeal. The Board of Directors,
in its discretion, may utilize a hearing officer in lieu of hearing the employee grievance. In the
event the grievance is heard by a hearing officer, the hearing officer process is the same as set out
in Section 11.9.3 and -11.10, below, except that: (i) the hearing officer shall submit findings and
recommendations to the Board of Directors rather than the General Manager; (ii) the Board of
Directors shall have the authority to accept, reject, or modify the hearing officer's recommendation;
and (iii) the decision of the Board of Directors shall be final.

10.6  Waiver. Any grievance will be deemed waived when it is not appealed to the next
step within the specified time limit, unless an extension of time to a definite date has been mutually
agreed upon in writing, Any grievance that the Union fails to timely move to the next step shall be
deemed resolved on the basis of the last disposition.

10.7  Exclusions. The following matters are excluded from the grievance procedure:
10.7.1. Requests for changes in wages, hours, or working conditions.

10.7.2. Requests for changes in the content of employee evaluations or performance
reviews, oral or written warnings, reprimands, counseling memos, or any other documents
imposing disciplinary action.

10.7.3. Challenges to the decision to reclassity, layoff, transfer, deny reinstatement,
or deny a step or merit increase.

10.7.4. Challenges to any disciplinary action,
10.7.5. Challenges to examinations or the appointment to positions

10.7.6. Actions taken by the District pursuant to its reserved management rights are
not subject to the grievance procedure. However, the Union may grieve whether a matter is
properly within the scope of the Management Rights as set forth in the Management Rights section
of this Agreement..




ARTICLE 11 --DISCIPLINE

11.1  General Principles. Employees subject to this MOU are employed on an at-will
basis. Nothing herein modifies the at-will nature of their employment. Nonetheless, the District
agrees to provide employees with an opportunity to understand the reasons for discipline taken
against them and to respond. To that end, the Parties agree to the following disciplinary appeal
process. The procedures set forth in this section are solely for the purpose of providing an
opportunity to be heard and do not create any property interest in continued employment, any right
to employment, or any reduction in the at-will nature of employment.

11.2  Progressive Discipline. The parties agree that discipline shall ordinarily be
corrective and progressive in nature and the District will generally consider progressive measures
where appropriate in its discretion. Nothing in this Article shall require the District to apply
progressive discipline where the nature of the misconduct warrants more severe discipline,
including immediate suspension or discharge.

11.3  Grounds for Discipline; Scope of Authority.

11.3.1. General Standard. The District may impose discipline on an employee for
any lawful reason, including but not limited to conduct, performance, or circumstances that the
District determines, in its sole discretion, are inconsistent with the efficient, safe, or lawful
operation of the District, or with the employee’s duties, responsibilities, or obligations as a District
employee. Discipline may be imposed whether the conduct occurs on or off duty.

11.3.2. Non-Exclusive Grounds. Without limiting the generality of the foregoing,
grounds for discipline may include, but are not limited to:

(a) Incompetence, incfficiency, neglect of duty, or failure to perform
assigned duties in a satisfactory manner;

(b) Dishonesty, misrepresentation, falsification of records, or omission
of material information;

() Violation of any District policy, rule, regulation, procedure, or
directive, whether written or oral;

(d) Violation of any federal, state, or local law, regulation, or ordinance;

(e) Insubordination, including failure or refusal to follow lawful and
reasonable directions of a supervisor or manager;

() Misuse, damage, theft, or unauthorized use of District property,
equipment, or resources,

(g) Unauthorized absence, excessive absenteeism, tardiness, or abuse of
leave;




(h) Conduct that is discourteous, disruptive, or detrimental to workplace
operations, employee morale, or the public’s trust in the District;

(i) Harassment, discrimination, retaliation, or other conduct in violation
of law or District policy;

() Workplace violence, threats, intimidation, or unsafe conduct;

(k) Possession, use, or being under the influence of alcohol or controlled
substances in violation of District policy;

1) Conflict of interest, incompatible activities, or misuse of position for
personal gain;

(m) Failure to maintain required licenses, certifications, or
qualifications;

(n) Failure to comply with safety rules, practices, or procedures;

(0) Disclosure of confidential or proprietary information without
authorization;

(p) Any conduct, whether or not specifically enumerated herein, that the
District determines may impair, disrupt, or otherwise adversely affect the operations, reputation,
or integrity of the District.

11.3.3. Off-Duty Conduct. Off-duty conduct may constitute grounds for
discipline where the District determines that such conduct has a nexus to the employee’s
employment or adversely affects the District’s operations, reputation, or the employee’s ability to
perform their duties.

11.3.4. No Limitation on District Authority. The foregoing enumeration of
grounds is illustrative and not exhaustive. Nothing in this Article shall be construed to limit the
District’s authority to impose discipline for any lawful reason, or to require the District to establish
or prove “just cause” or any similar standard, except to the extent required by applicable law.

11.4 Notice of Discipline. The District shall provide written notice to the employee of
any disciplinary action as soon as practicable under the circumstances. Where no formal
investigation is conducted, the District will endeavor to provide such notice within thirty (30)
working days after the District knew or reasonably should have known of the conduct or
circumstances giving rise to the discipline, absent extenuating circumstances. Where the District
determines that a formal investigation is appropriate, the District will endeavor to provide such
notice within thirty (30) working days following the District’s receipt of the investigation findings,
absent extenuating circumstances Nothing in this Section shall preclude the District from
imposing discipline based on information discovered after the timeframes set forth above, nor shalt
these timeframes operate as a limitation on the District’s authority to impose discipline for any
lawful reason. A copy of the notice will be sent to the Union.




11.5 Minor Discipline. Non-probationary General and Mid-Management Unit
employees subject to minor discipline (not qualifying as “Substantial Discipline” as defined
below) may provide a written response to be attached to the minor discipline documentation if they
so choose. Such written response must be submitted within ten (10) calendar days from receipt of
the minor discipline. Minor discipline may not be appealed.

11.6  Substantial Discipline. Non-probationary General and Mid-Management Unit
employees will be accorded pre-disciplinary safeguards as described in this section before any
substantial disciplinary action is imposed. For purposes of this Article, substantial disciplinary
action means:

(a) Termination;

(b) Involuntary demotion involving a reduction in pay;

(c) Disciplinary reduction in pay; or

(d) Suspension without pay lasting more than three (3) days.
11.7 Procedures for Substantial Discipline.

11.7.1. Notice of Intent. A written Notice of Intent to impose substantial discipline
will be prepared by the employee’s supervisor or manager, setting forth a short statement of the
reasons for the proposed discipline and a statement that the employee will have an opportunity to
respond orally or in writing to the appropriate District representative, as designated by the General
Manager.

11.7.2. Employee Response. To ensure that the District does not act without
considering relevant information available to it, employees will be provided the opportunity to
respond verbally, in writing, or both to the intended imposition of any substantial disciplinary
action within seven (7) calendar days from the date of the Notice of Intent, to the preparer of the
Notice of Intent.

11.8  TFinal Decision. After considering the employee response, if any, the District
representative may (1) affirm the discipline; (2) modify the discipline; or (3) decline to affirm the
discipline, thereby revoking the Notice of Intent,

11.9  Appeals of Substantial Discipline.

11.9.1. Initiation of Appeal. Employees may appeal substantial discipline. An
employee wishing to appeal must file a signed written statement with the Human Resources
Representative within seven (7) calendar days of the effective date of the action following the
District Representative's decision. This writing must describe their intention to appeal, the reason
for the appeal, and whether or not the use of a hearing officer is being requested.

11.9.2. Appeal Without Hearing Officer. Upon receipt of the notice and if no
hearing officer is requested, the Human Resource Representative or their designee will arrange for
a meeting with the General Manager or their designee and the employee requesting an appeal,

10




within seven (7) calendar days of the filing of the appeal. After weighing all the evidence, the
General Manager will render a decision within seven (7) calendar days of the meeting unless a
time extension is deemed necessary. The decision of the General Manager is final.

11.9.3. Appeal With Hearing Officer. If a hearing officer is requested, the Human
Resources Representative will arrange for a meeting between the employee, his representative, if
any, and the General Manager or their designee within seven calendar days affer the hearing officer
has submitted findings and recommendations. The General Manager, after weighing all the
evidence and the findings of the hearing officer, will make a decision which will be final.

11.10 Hearing Officer.

11.10.1, At any time during the conduct of the appeal, but prior to its submission
to the General Manager or designee, the use of a hearing officer may be requested by either the
employee or the employee’s representative, if any, the Supervisor who imposed the substantial
discipline, or the Human Resources Representative

11.10.2. If a hearing officer is requested, the District will secure a hearing officer
from the State Mediation and Conciliation Services (SMCS) or the State office of the
Administrative Law Judge (ALJ), who will be a neutral professional. If the hearing officer is
requested by the Union, the cost will be borne by IBEW. If the hearing officer is requested by the
District, the cost will be borne by the District. If the hearing officer is determined to be used by
mutual agreement of the parties, the cost will be borne equally by the Union and the District.

11.10.3. The function of the hearing officer will be to examine the facts and
available evidence, question witnesses, and make a recommendation to the General Manager.

11.10.4, The findings and recommendations of the hearing officer will be
submitted to both the appellant and the General Manager. The General Manager has the discretion
to adopt or not adopt the hearing officer's recommendations. The decision issued by the General
Manager shall be final.

ARTICLE 12 -- WORKWEEK

12.1  An employee’s work week is defined as a recurring consecutive seven-day period
beginning on Saturday at 12:00 am. and ending on 11:59 p.m. on Friday. Regularly scheduled
workdays and hours for employees are established according to the needs of the District.
Employees are required to be at their assigned stations for the hours scheduled.

12.2  From time to time, it may become necessary for the District to adjust the work
schedule of its employees. The District shall give a minimum of ten (10) days’ notice before a
change in work schedule, except in cases of emergency. in which case notice shall be given as
soon as practicable. An emergency is any sudden, unforeseen, event or state of affairs that demands
immediate action to avoid or mitigate injury, loss of life, damage to property, interference with
essential public service, or disruption to the normal supply of safe, clean and adequately
pressurized water for all intended water District uses.
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12.3  The District is on a 4/10 work schedule with ten {10) work hours per day, Monday
through Thursday. All workdays start at 6:45 a.m. and end at 5:15 p.m., with a 30-minute lunch
period each workday in accordance with the District’s Personnel and Salary Policy, unless
otherwise specified by the General Managet.

ARTICLE 13 -— WAGES AND COST OF LIVING ADJUSTMENTS

13.1  All represented employees shall receive compensation in accordance with the
District’s Salary Schedule, attached hereto as Appendix B,

13.2  Effective July 1% of each subsequent year of this MOU, represented employees shall
receive a Cost of Living Adjustment (COLA) to their base hourly rate, equal to the Los Angeles-
Long Beach-Anaheim Consumer Price Index for all Urban Earners and Clerical Workers (CPI-W)
measured over the directly preceding period of February to February.

13.3  Pay periods are on a bi-weekly basis, and wages are paid on the Thursday following
the end of the bi-weekly period. In the event a holiday occurs during the pay week, employees are
paid on the Friday following the end of the bi-weekly period.

ARTICLE 14 --LONGEVITY PAY

14.1  Employees will receive longevity pay the first full pay period following the
anniversary date that meets the following required years of continuous full-time service. If the
employee is at the maximum of their job classification salary range, said employee will receive a
lump sum longevity bonus payment that matches the below.

14.1.1. For those with at least ten (10) years of continuous full-time Laguna Beach
County Water District service and less than fifteen (15) years, a one percent (1.0%) longevity pay,
calculated from the base rate of pay set forth in the adopted salary schedule, will be provided.

14.1.2. For those with at least fifteen (15) years of continuous full-time Laguna
Beach County Water District service and less than twenty (20) years, a two percent (2.0%)
longevity pay, calculated from the base rate of pay set forth in the adopted salary schedule, will be
provided.

14.1.3. For those with at least twenty (20) years of continuous full-time Laguna
Beach County Water District service and less than twenty five (25) years, a three percent (3.0%)
longevity pay, calculated from the base rate of pay set forth in the adopted salary schedule, will be
provided.

14.1.4. For those with at least twenty five (25) years of continuous full-time Laguna
Beach County Water District service and less than thirty (30) years, a four percent (4.0%) longevity
pay, calculated from the base rate of pay set forth in the adopted salary schedule, will be provided.

14.1.5. For those with at least thirty (30) years of continuous full-time Laguna
Beach County Water District service, a five percent (5.0%) longevity pay, calculated from the base
rate of pay set forth in the adopted salary schedule, will be provided.
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ARTICLE 15 -MERIT ADVANCEMENT

15.1  Any full-time or part-time regular employee who has a minimum performance
rating of “meets expectations” may be recommended for merit advancement. Normally, merit
reviews will take place on an annual basis upon satistactory completion of the probationary period.

15.2 The merit recommendation is to be made by the employee’s supervisor and the
General Manager or the employee’s supervisor.

ARTICLE 16 -- OVERTIME

16.1  All employees who are classified as “non-exempt employees™ shall be eligible for
overtime pay. The General Manager shall determine which employees shall be classified as “non-
exempt employees” in accordance with applicable law.

16.2  The District shall compensate full-time employees at the rate of time and a half for
hours worked during any workweek over 40 hours. The District currently maintains a 4/10 work
schedule, with normal working hours of 6:45 am to 5:15 pm.

16.3  Full-time employees called in to work on an unscheduled workday or holiday are
paid one and one-half times their regular rate for the first eight (8) hours worked during the call-
in, and two times (double) their regular hourly rate for all hours worked after eight (8) hours.

16.4 Full-time employees called in to work after working a regular scheduled workday
are paid one and one-half times their regular hourly rate for each hour worked after their initial
shift up to twelve (12) hours, and two times (double) their regular hourly rate for each hour worked
after 12 hours.

16.5 Paid time off for rest for Operations personnel occurs when, after Operations
personnel work a regular scheduled workday of ten (10) hours, then work over an additional five
(5) consecutive hours or more, they must take the following day as a paid rest day, unless the
following day is Friday, Saturday, or Sunday.

16.6  Employees shall not perform work that exceeds their normal schedule unless
required and authorized in advance by their supervisors or managers in writing.

16.7 Overtime compensation will be paid on the regular pay day for the pay period in
which the wages were earned, or as soon after the regular pay period as practicable. Payment shall
not be delayed for a period longer than is reasonably necessary for the District to compute and
arrange for payment of the amount due.

ARTICLE 17 --EXPENSE REIMBURSEMENT

17.1  The District shall reimburse employees for authorized business expenses consistent
with the District’s Expense Reimbursement Policy. Personnel who have incurred authorized
business expenses must submit required receipts and a complete expense reimbursement form to
their Supervisor/Superintendent for approval no later than 30 days after the expense has been
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incurred. All expenses must be authorized by the General Manager or his/her designee, prior to
incurring the expense, to qualify for reimbursement,

17.2  Employees are eligible to receive reimbursement for travel and mileage at the
currently published IRS rate when the travel is required by the District,

ARTICLE 18 -- LUNCH AND REST PERIODS

18.1 Employees will be assigned to take a one-half-hour meal break on a consistently
scheduled basis. Employees working more than six hours are required to take a minimum of one-
half hour meal break.

18.2  When a non-exempt employee is required to work overtime for four hours or more
beyond his/her regular work schedule, or when a non-exempt employee is called for work outside
his/her regular work schedule and his/her meal period occurs during such work, the employee will
be given a reasonable meal allowance or furnished a meal and reasonable work time to eat.
Additional meal allowances or meals will be provided at normal meal time thereafter during the
continuous work period.

18.3 Employees may take a 15-minute paid break during a four-hour work period,
provided that service to the public is maintained. The 15-minute paid break may not be used for
other purposes, i.e., to make up time for tardiness, to extend meal hours, to arrive late, or to leave
early.

ARTICLE 19 -- STANDBY TIME AND CALL-OUT PAY
19.1 Criteria for Standby Duty Call Qut

19.1.1. A “Call Out” is for work performed outside the 6:45 am. to 5:15 p.m.,
Monday through Thursday.

19.1.2. The District may utilize the following resources to monitor standby duty
call-outs:

(a) Timekeeping and/or security employee cards and/or devices;
(b)  Answering Network;
() Real Time Tracking System;

(d) Wireless Mobile Phone utility bills, systems, services, and
applications; or

(e) Employee identification and/or facility access cards and/or devices.
19.2  Standby Duty/Compensation

19.2.1. The intent of standby duty is to provide for any emergency that may arise
outside normal working hours, including holidays and weekends, All certified employees whose
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primary assignment is water treatment and/or conveyance, or wastewater itreatment and/or
conveyance shall perform emergency duty as assigned.

19.2.2. The General Manager or his/her designee shall assign employees to perform
emergency duty and establish guidelines in a separate “Duty and Stand-By Personnel and
Compensation Policy.” The guidelines will include the minimum qualifications, experience, and
training that an employee must meet in order to perform such duty. The Policy is incorporated
herein by reference.

19.2.3. When an employee is assigned standby duties, the employee shall receive a
flat standby stipend of $525 for a seven (7) consecutive-day period, in addition to the employee’s
regular pay. The stipend is not compensation for hours worked and is payable regardless of whether
the employee is called out during the standby period.

19.2.4. Standby duties require an employee to live within the District boundaries or
to be available to respond upon thirty (30) minutes’ notice, on a twenty-four-hour basis.

19.2.5. At the General Manager’s or his‘her designee’s discretion, employees who
have worked extended hours may be sent home for rest and/or recovery purposes.

19.3  Service Call Pay.

19.3.1. The Duty and Stand-By Person receives time-and-a-half for each service
call on a portal-to-portal basis, with a minimum call-out time of two hours. Portal-to-portal is the
time spent by a worker traveling offsite between the employer’s property, or duty residence, to the
worker’s actual job site and back.

(a) When the Two-Hour Minimum applies:

(I}  If the total time out on a portal-to-portal call, at a job site
away from the duty residence or employer’s property, is less than the minimum, the duty person
will be credited with two (2) hours.

(2)  Ifthe duty person has returned home or to the District’s duty
residence and then receives another call for portal-to-portal response after the first two-hour time
frame, the new call initiates another two-hour minimum time frame.

(3) In an emergency, any field person called to respond is
considered on a portal-to-portal basis and will recetve a minimum call-out time of two hours.

(b)  The Two-Hour minimum does not apply if’
(1)  There is no travel in a vehicle on a portal-to-portal basis.

(2)  Any time a second call is received during an initial two-hour
time frame. The time spent on the second call is considered an extension of the first call. The
second call does not initiate another two-hour time frame, regardless if the duty person has returned
home or to the District’s duty residence.
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3) After completing a call and then directly reporting for a
regular work shift, the time spent on the call is considered an extension of the workday, and
overtime is earned at time-and-a-half for the actual time spent on the call.

Q) A call or delivery request that occurs at the end of a regular
work shift is considered an extension of the workday, and overtime is earned at time-and-a-half
for the actual time spent out on the call.

19.4 Standby Duty Requirements
19.4.1. Be available for ANY emergency and non-emergency calls.

19.4.2. The Standby Employee is responsible at all times for the proper care and
operation of the Standby cellular telephone and District vehicle.

19.4.3. Standby reports and overtime pay reports/requests are to be submitted to the
Department Supervisor/Manager the following morning for processing and payroll purposes.

19.4.4. Standby duty requires the employee to be reasonably available to respond
within thirty (30) minutes while on standby.

19.5 Standby Duty Schedule

19.5.1. For purposes of compensation, the standby employee shall be paid for actual
emergency overtime hours worked at time and a half,

19.5.2. No individual shall be allowed to be a passenger in a District vehicle used
for standby duty unless the individual is a District employee and has specific District business
purposes for being in the vehicle used for standby duty.

19.5.3. If the Duty or Standby Duty employee is unable to cover their assigned duty
or standby duty shift for any reason, the Supervisor/Manager shall assign coverage to the next
employee on the priority list. If that employee is unavailable, the assignment shall proceed to the
next available employee on the priority list.

ARTICLE 20 --UNIFORMS AND DRESS CODE

20.1  Uniforms are required apparel for all full-time regular field/operational personnel.
These uniforms will be provided, laundered, and maintained by the District, Uniforms are the
property of the District and will be surrendered upon separation from employment. Tt is
understood that safety boots are the property of the employee. The acceptable District uniform
for field/operational shall include:

. Shirts and trousers or shorts:
. District-issued jacket;
. District-issued cap or hat; and
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. Safety equipment as designated by the General Manager.

20.2  For employees who perform safety-sensitive tasks, facial hair shall not present a
safety hazard or prevent full and proper utilization of safety equipment.

20.3  For employees who perform safety-sensitive tasks, hair length may not present a
safety hazard. Devices such as hairnets or District-issued caps may be utilized to allow
employees to conform to the foregoing requirement.

20.4 It is important to recognize that all employees of the District derive their
compensation and benefits from a public agency. Each employee must be sensitive to the public
with regard to personal appearance, attitude, personal behavior, and work habits in an effort to
assure that public confidence is well placed. Supervisors and managers will stress pride as a
means of ensuring a high level of employee response. All employees shall present a clean and
acceptable appearance at all times.

ARTICLE 21 -- SAFETY EQUIPMENT

21.1  Safety Footwear. The District shall provide field operational personnel with an
annual Safety Footwear Allowance of $500.00 per fiscal year. The $500.00 allowance is for
required footwear and shall include orthotics and footwear accessories. If required footwear
becomes unserviceable before the one-year period expires, they shall be replaced at the
department’s discretion. Employees needing safety boots must request a purchase voucher through
their Department Manager. Purchase vouchers may be used at one of the District-approved
vendors. Employees must submit the receipt to their Department Manager after purchase.

ARTICLE 22 --EDUCATIONAL AND TRAINING ASSISTANCE

The District supports employees who wish o continue their education to secure increased
responsibility and growth within their careers. The District has established a reimbursement
program for expenses incurred through approved institutions of learning. All courses, programs,
and related costs must receive advance written approval from the General Manager prior to
enrollment or payment in order to be eligible for reimbursement; expenses submitted after the fact
without prior approval shall not be reimbursed. Regular full-time employees who have completed
their probationary period are eligible for educational assistance at the discretion of the General
Manager, as long as the courses are job-related. Eligible education classes must offer growth in
an area related to an employee’s current position and/or might lead to promotional opportunities.
The reimbursement program includes costs for tuition and books for programs such as college
credit courses, continuing education courses, seminars, certification studies, and/or tests. It also
includes costs for position-related licensing and certification application and/or renewal fees. An
employee must secure a passing grade of “C” or higher, and/or successfully pass the certification
and/or licensing test to be eligible for reimbursement. In the event of failing a pass or fail course,
or receiving a grade less than a “C” in a graded course, the employee shall be responsible for
reimbursing the District for the funds provided for any costs related to the education.

ARTICLE 23 -— SKILL PAY INCENTIVES
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23.1  Commercial Driver’s License Incentive. The District must maintain adequate staff
levels to operate specific District equipment, perform safety-sensitive functions on a day-to-day
basis, and be available for emergency response. Field/Operation employees who obtain their initial
Class-A Driver’s license receive a one-time payment of $500, and $250 upon each renewal.

23.2  Backflow Prevention Certification. Regular full-time employees who obtain a
Backflow Prevention Device Testers Certification will receive a one-time payment of $250 upon
completion.

23,3 Water Distribution Grade 1 and Grade 2 Certifications. Regular full-time
employees who obtain a State Department of Health Services (DOHS) Water Distribution Grade
1 (D1) and a Grade 2 (D2) certification will receive a one-time payment of $250 upon each grade
completion.

23.4 Proficiency Pay. Proficiency Pay has been established for regular full-time
employees who possess State Department of Health Services (DOHS) Water Distribution Grade
D3 certifications and above. Qualified employees receive bi-weekly Proficiency Pay equal to five
percent (5.0%) of their base salary, with the maximum amount established at $5,000 annually.
Proficiency Pay is earned beyond reaching the Salary Grade Maximum and non-exempt
employees. For exempt employees, any Proficiency Pay will be paid until the Salary Grade
Maximum within the classification is reached. Proficiency Pay is taxed as regular income and
considered as special compensation toward CalPERS retirement calculations.

23.5 Operations Annual Designated Safety 1.ead and Compensation. District Foreman,
Maintenance Worker 11, or Operations Support Specialist positions are eligible to serve as the
Safety Lead. The employee will be assigned a one-year term to serve as the Safety Lead by the
Manager of Operations. The Safety Lead may serve consecutive one-year terms upon the approval
of the Manager of Operations. The employee will receive a seven (7) percent pay incentive for the
one-year term they serve as Safety Lead.

23.6  Operations Annual Designated Crew Leader and Compensation. Maintenance
Worlker 111 positions under the Distribution Foreman are eligible to serve as the Crew Leader. The
employee will be assigned a one-year term to serve as the Crew Leader by the Manager of
Operations. The Crew Leader may serve consecutive one-year terms upon the approval of the
Manager of Operations. The employee will receive a seven (7) percent pay incentive for the one-
year term they serve as Crew Leader.

ARTICLE 24 -- SICK LEAVE

24.1  Accrual. Full-time, regular General Unit employees accrue sick leave at the rate of
3.69 hours per pay period, approximately 96 hours per year. All Personnel may use accrued sick
leave beginning the 90th day after the first day of employment with the District, after which the
employee may use paid sick leave as it is acerued. Accrued and unused paid sick leave carries over
to the following year of employment.
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242 Usage of Sick Leave. In accordance with California’s Paid Sick Leave law,
California Healthy Workplaces, Healthy Families Act (“HWHF Act”), represented employees are
permitted to use paid sick leave for the purposes of:

242.1. diagnosis, care or treatment of an existing health condition of, or
preventative care for, an employee;

24.2.2, diagnosis, care or treatment of an existing health condition of, or
preventative care for, an employee’s family member (defined as: child of any age or dependency
status; parent; parent-in-law; spouse; registered domestic partner; grandparent; grandchildren;
sibling; or one additional designated person);

24.2.3. to obtain treatment related to the employee being a victim of domestic
violence, sexual assault, or stalking;

24.2.4. obtain or attempt to obtain a temporary restraining order or other court
assistance to help ensure the health, safety or welfare of the employee or his or her child;

24.2.5. obtain medical attention or psychological counseling; services from a
shelter, program, or crisis center; or participate in safety planning or other actions to increase
safety; or

24.3 Reproductive Loss. Employees may use up to five (5) days of accrued sick leave
in the event of a reproductive loss per reproductive loss event, up to a total amount of 20 days of
reproductive loss leave within a 12-month period. Reproductive loss is defined as the day or, for
a multiple-day event, the final day of a failed adoption, failed surrogacy, miscarriage, stillbirth, or
an unsuccessful assisted reproduction.

244  Sick Leave Requests. To request to use paid sick leave, if the need for leave is
foreseeable, employees must give their supervisor reasonable advance written notice. If the need
for paid sick leave is not foreseeable, the employee shall provide written or oral notice of the need
for the leave as soon as practicable. Failure to request paid sick leave as required by this Policy
without good reason may result in the employee being treated as absent without leave.

24,5  Verification/Abuse of Leave. Employees who are absent more than five (5) days
for medical reasons must provide a physician’s verification that they can safely return to work.
When sick leave credits are exhausted or when the District has information indicating that the
employee is not requesting paid sick leave for a valid purpose, employees may be asked to provide
physician verification of illness and/or continued disability. If the District suspects an employee is
using accrued sick leave for an uncovered or improper purpose or otherwise engaging in sick leave
abuse, the District may require a doctor’s certification. Employees found to have engaged in sick
leave abuse will be subject to discipline, up to and including termination.

24.6 Medical and Dental Appointments. Employees are encouraged to schedule
medical and dental appointments during non-working hours when possible or to minimize the time
away from work by scheduling appointments early or late in the day, or to coincide with lunch
periods,
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ARTICLE 25 --HEALTH INSURANCE

25.1 Health Insurance Plan. The District pays 100% of the employee premium for
regular, full-time employees and 75% of the dependent premium. Plans offered are Anthem Blue
Cross Classic PPO, Anthem Blue Cross Cal Care HMO, and Kaiser HMO. Coverage begins the
first of the month following thirty days of employment.

25.2 Dental Coverage: Dental insurance is effective the first of the month following
thirty days of employment, is provided for all full-time regular employees and their dependents,
and is paid for by the District,

25.3  Vision Coverage. Vision insurance is effective the first of the month following
thirty days of employment, for all full-time employees and their dependents, and is paid for by the
District.

254 Life Insurance Conversion: The District pays 100 percent of life insurance
premiums except as required by IRS regulations for coverage over $50,000 and is effective the
first of the month following thirty days of employment. Life insurance shall be two times annual
salary, with a maximum of $350,000.

25.5 Medical and Health Insurance for Retired Employees: The District has
established group medical benefit insurance plans for its retired employees, Employees who
retire between the ages of fifty-five (55) and fifty-nine (59) may opt to have medical insurance
with the District paying 50% of the premium cost until the date the retiree turns sixty-five (65),
in lieu of the retiree medical coverage otherwise available to employees retiring at age sixty (60)
or older. Employees who retire on or after the age of sixty (60) will receive medical coverage at
no cost until the date the retiree turns age 65. Retired employees shall be eligible for
participation if the employee has completed ten (10) years of continuous, full-time service as a
District employee.

ARTICLE 26 - RETIREMENT PLAN

26.1  The District provides retirement benefits through the California Public Employees’
Retirement System (CalPERS) to eligible employees.

26.2  CalPERS Classic applies to employees who were active members of CalPERS prior
to January 1, 2013, and to employees hired after that date who qualify for Classic membership
under CalPERS rules. The benefit formula is 2% at age 55, with vesting after five (5) years of
CalPERS-credited service. Employees shall contribute 7% of salary, or such other amount as
required by law, beginning upon hire. Benefits include Third Level 1959 Survivor Benefits. Final
compensation for retirement calculations shall be the highest annual compensation earnable
during any consecutive 12-month period.

26.3 CalPERS PEPRA applies to employees hired on or after January 1, 2013, who do
not qualify for CalPERS Classic membership. The benefit formula is 2% at age 62, with vesting
after five (5) years of CalPERS-credited service. Employees shall contribute 7.75% of salary, or
such other amount as required by law. Benefits include Third Level 1959 Survivor Benefits.
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Final compensation for retirement calculations shall be the highest average annual compensation
over any consecutive 36-month period.

ARTICLE 27 --DEFERRED COMPENSATION

27.1  Any full-ime or part-time regular employee of the District is eligible to participate
in the Laguna Beach County Water District 457 Deferred Compensation Plan upon date of hire.
Employees may defer up to the statutory limit. Deferred income is not taxable until it is received.

27.2  An employee is eligible to receive Matching Contributions in accordance with
District Policy during this Agreement only if: (i) the employee is a full-time permanent employee,
and (ii) the employee has completed at least one continuous year of District employment as a full-
time employee. For each payroll period, any eligible employee who makes voluntary elective
contributions for the payroll period to the Laguna Beach County Water District 457 Deferred
Compensation Plan will be entitled to a Matching Contribution equal to 100% of the employee’s
elective contributions, but not to exceed 1.0% of the employee’s gross compensation for the
payroll period.

ARTICLE 28 -- VACATIONS

28.1  Acerual. Regular full-time employees with continuous years of service will
accrue vacation in accordance with the following schedule: during the first year through the fifth
year, 80 hours; during the sixth year through the fifteenth year, 120 hours; during the sixteenth
year and during each succeeding year thereafter, 160 hours. After the tenth year of service, there
is a one-time bonus of forty (40) vacation hours.

28.2  General Rules Governing the Use of Vacation

28.2.1. Scheduling Vacations: Vacations must be arranged so as not to interfere
with the operations of the District and the employee’s work requirements. No vacation time shall
be taken without prior approval of the General Manager or designee. Employees must submit
vacation requests, in writing, to the General Manager or designee no less than one (1) week prior
to commencement of the requested vacation, In the event vacation is requested less than one (1)
week and there is no alternative provision for coverage of the employee’s duties, then the District
reserves the right to decline the vacation request.

28.2.2. Acerual Cap. Once an employee has accumulated double (2 times) the
maximum number of annual vacation hours in accordance with the accrual schedule, no additional
vacation time will be accrued until the total number of accrued hours falls below that number.
There is no granting of vacation hours for the period of time the accrued vacation reaches the cap.

28.2.3. Separation from Employment. When an employee separates from
employment for any reason, unused vacation credits shall be paid at the base rate of compensation
in effect for the employee at the time of separation. Vacation credits may not be used to extend
the effective date of separation from employment.
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ARTICLE 29 --HOLIDAYS

The District is not required to offer employees time off for holidays, nor is it the District’s
responsibility to pay for time for holidays granted. The District will set forth, in writing, at the
beginning of each calendar year, which holidays, if any, will be granted and whether or not they
will be paid. Subject to District approval, all full-time regular employees may receive the
following paid holidays:

New Year’s Day (January 1st)

Martin L. King Day (3rd Monday in January)
Presidents’ Day (3rd Monday in February)
Memorial Day (Last Monday in May)
Independence Day (July 4th)

Labor Day (1st Monday in September)
Veteran’s Day (November 11th)
Thanksgiving Day (Last Thursday in November)
Christmas Day (December 25™)

29.1 When a paid holiday falls on a Saturday or Sunday, either the preceding Friday or
the following Monday shall be deemed a paid holiday. The General Manager shall determine
which day will be used.

29.2  All employees eligible to receive paid holidays and who are required to work on a
holiday that falls on a weekday shall be entitled to compensation one day of regular pay, plus one
additional hour for each hour worked.

29.3  Floating Holidays. Three (3) floating holidays, based upon the employee’s regular
scheduled work hours, are granted on an annual fiscal basis beginning July 1 of each year and must
be used prior to the last pay period of that fiscal year. Floating holidays are optional days off
chosen by the employee with the approval of the supervisor or manager. To use floating holiday
time, an employee must provide his/her supervisor a minimum of one week’s notice. New
employees must complete their Introductory Evaluation Period, the first six months from hire date,
prior to using floating holidays. If the employee is hired between July and December, they will
receive two float holidays for the remainder of the fiscal year, six months after their hire date. If
the employee is hired between January and June, they will not receive any float holidays for the
fiscal year they were hired within and will receive three float holidays six months from their hire
date.

294 Vacation on separation of employment. When employment is terminated, any
banked floating holidays (up to the maximum cap of 3 days) will be paid out at their base rate of

22




pay. There is no entitlement to compensation for any future District-paid holidays which have not
yet occurred.

ARTICLE 30 -— BEREAVEMENT LLEAVE

30.1 Regular full-time emplovees. In the event of the death of a family member,
regular, full-time employees will be granted bereavement leave for up to five (5) days and will
recetve forty (40) hours of paid time off for said bereavement leave.

30.2 Usage. Bereavement days must be taken within three months of the death of the
immediate family member. Bereavement days need not be consecutive.

30.3 Family members. For the purposes of this section, “immediate family” includes:
spouse, registered domestic partner, child (including biological, step-, foster-, grand-, or adopted
child), parent (including biological, step-, foster-, grand-, or in-law), grandparent, grandchild, and
sibling.

30.4 Ifanemployee needs to use bereavement leave, the employee must receive advance
permission from the employee’s supervisor, including permission to take the specific days
requested for bereavement leave. The District may require, within thirty (30} days of the first day
of bereavement leave taken, the employee to provide documentation of the death of the immediate
family member. Such documentation includes, but is not limited to, a death certificate, a published
obituary, or written verification of death, burial, or memorial services from a mortuary, funeral
home, burial society, crematorium, religious institution, or governmental agency.

ARTICLE 31 --MILITARY LEAVE
Military leave of absence shall be governed in accordance with state and federal law.

ARTICLE 32 --JURY DUTY

When required to serve on a jury, all full-time regular employees shall be allowed up to
twenty-three (23) working days paid time off for such duty. Public employees paid by their
employer for jury service receive no wages from the court for jury service. A copy of the jury
summons and any other appropriate documentation may be requested by the District for
verification purposes. An employee shall provide his/her Supervisor/Manager one month’s notice
prior to the time of service, or as soon as reasonably possible upon receiving notification of jury
duty, whichever is eatlier.

ARTICLE 33 --TIME OFF FOR VOTING

33.1 Section 14350 of the State Election Code provides that a voter who does not have
sufficient time outside of working hours to vote during state or national elections may, without
loss of pay, take off enough working time which, when added to the voting time available outside
of working hours, will enable the voter to vote. No more than two (2) hours of the time taken off
for voting will be District-paid time. The time off for voting shall be only at the beginning or end
of the regular working shift, whichever allows the most free time for voting and the least time off

23




from the regular working shift, unless otherwise mutually agreed by the employee and the
Supervisor.

33.2 If the employee knows or has reason to believe that time off will be necessary to
enable the employee to vote on election day, the employee shall give their supervisor at least two
(2) working days’ notice that time off for voting is desired.

33.3  Accordingly, employees who are registered voters and who need time off to vote
should make arrangements with their supervisor in accordance with these requirements and
procedures. Employees who may need to take time off to vote are encouraged to vote by mail.

ARTICLE 34 --NO STRIKES, WORK STOPPAGES OR LOCKOUTS

34.1 No employee shall engage in a strike, work stoppage, slowdown, job action, sick-
in, sick-out, or any concerted interference with the work of the District or impeding of work or
business of the District. Due to the direct threat to public health and safety that would result,
participation by any employee in a strike, work stoppage, slowdown, job action, sick-in, sick-out,
or any concerted interference with work of the District or impeding of work or business of the
District shall subject the employee to immediate discharge at the sole discretion of the District,
Without limiting the foregoing, the District shall be entitled to injunctive relief to end any such
strike, work stoppage, slowdown, job action, sick-in, sick-out, or any concerted interference with
the work of the District or impeding of work or business of the District.

34.2  For the purposes of this Agreement, “strike” or “striking activity” is defined to
mean or include engaging or directly participating in any strike, slowdown, job action, sick-in,
sick-out, or any concerted interference with the work of the District or impeding of work or
business of the District.

34.3  The District shall not lockout bargaining Unit Employees,

ADOPTED, SIGNED and APPROVED this _ day of 2026.
By:
Colin Lavin Date Keith Van Der Maaten, P.E.
Business Manager
International Brotherhood of Electrical Workers General Manager
(AFL-CIO) Local #47 Laguna Beach County Water District
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Dick Reed Date
Assistant Business Manager

International Brotherhood of Electrical Workers
(AFL-CIO) Local #47

Mike Clark Date
Business Representative

International Brotherhood of Electrical Workers
(AFL-CIO) Local #47

Andrew McKercher Date
Business Representative

International Brotherhood of Electrical Workers
(AFL-CIO) Local #47

Unit Representative

Unit Representative

Unit Representative
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APPENDIX A

District General and Mid-Management Employees




1
2
3
4
5
6
7
8

e

s
SR S e —

—
N L

[ Y
~X

et
o e

20
21

22
23

24

25
26
27

District General and Mid-Management Employees

General Unit
Job Title

Facilities Maintenance Technician

Operations Support Specialist

Maintenance Worker 1
Maintenance Worker 11
Maintenance Worker 11

Water Use Efficiency Specialist [
Water Use Efficiency Specialist 11
Customer Service Rep/Tech 1

Customer Service Rep/Tech 11

Customer Service Rep/Tech IH
Risk & Resiliency Analyst
Construction Inspector
Associate Project Manager

Permit Specialist

Water Quality Specialist

Engineering Technician

Financial & Administrative Services Tech 1

Financial & Administrative Services Tech 11
Financial & Administrative Services Tech IT1

Mid Manager Unit

Job Title
Customer Support Lead

Customer Service Supervisor

Operations Suppeort Lead
Foreman

Field Maintenance Supervisor

Project Manager

Financial & Administrative Services Tech IV
CMMS Administrator
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APPENDIX B

District’s Salary Schedule

28




UBRIUYIS] SIUBLBIUIEH SINIOE

192°26 199'08 125'%8 LELL LZL'8 LIE'S 9665 TY £6LL78E 0020°4¢ 1 yoa ) dey eoinsg Jawoisny)

96£'L6 L6%°'v8 £52'79 LiE'E 850°L are's 1¥28°9F S6LLOY 6625728 P oM, SouBuEN
TITLET 176 88 CEVIL €258 L 8265 1691°6F 16SLTY FBELFE
95e'20L 65E'E6 289'vL 9Pe'e 08L'L $PZT'9 SELDLS YR SI0675E

| ueiuysa| Bugssubul

| seRsds Ausus 950 I91BM

sERads s

s epadg poddng suogesady

£6L'ZLLE 9£0°86 SPF'3L 96£'6 691'8 1£5°9 BLOZVS SZEL LY BZLLLE 1] Y08 L/dayd ades JawWalsnN)

yit'aLi 9E6'Z0L BSE'Z8 592'6 815'8 Z98°S FOLG'95 L ¥S65°6E 11 JEXI0A BDUBUSIUEW

6T VL 260°801 85+°'98 858'0L 200'6 S0Z'L 1952°65 $L96°LS 0995°LY [ UERIUYDS | SSINDS GAENSIUILDY B |EPUBULY

5 uepuyoa) Bunseuwbugy

il 1sllepads Aousmiu asn JAIEM

115°0%E BEY'ELL 161°06 9/8'01 85’6 995°L 95P.LTY 029575 SZSYER il Yoa|sdsy esinag sewosng

18040 suepY dkgnd

190°LEE 06161 9¥E'56 zZTh' Ll ££6'6 9¥6°L BPER°S9 LTOE'LS VEER 'SP 1| UBIDEYDE | SEOAISE SMJBNSIULPY § Jerpuelly

11 Isepads AUaia 9sn JAlBAA

1sIERads Ageng Ja1em

SAlRUY ADUBNISIY PUEB YSit

pea yoddng suciezado

H1 39x0pn oUBUB LIEKY

Il veoiuyda | Buyasubiuy

ZER'SPL LEL'SZE 10L°00L 166" 1 |8zr'oL TYe'e 6821769 165108 S5ZL8Y PEST VAIAG JFUWDISND

1] UBIDILYDS | SSIAISS SAIERSIUILIPY 3 (DU

Jopadsi| uenIngsues

901151 6L LEL ELL'SO0E Z6S'ZL 056°01 0g9:'g L1999°ZL £69L°€a EES 08 rafieuey 1oeloid ajepossy

Al uepuyoa) BunaauBug

Jabeupp 108ltud

UBWAIoS

Al UBRIUYDD| SSANIBS DARBASIULIDY DUE |BOUBUY

SI¥'ZaL 68T k¥ $ZO'ELE 0FS'El yLL'bL BLY'6 8234BL PLZE L9 9BEE VS J0PRIFIURLPY SNIND

108IAISANS S3JAIBS SARBISILKIDY DUE [BRUBLLY

1OSIUBONG dUBUSIUIBKY PIBId

Josinedng eonas JawWoIsny)

1£2'561 L95'v9) ZOG'CEL 0iZ'8L SELEL 851 L1 Z192°E6 LBYLGL 95LEY9 suoerad( 10 JaBRURY JURISISSY

££9°SZZ £05'461 ELE'LSE £08'81 65651 SLL'EL FLLYBO0L 189026 7099754 SIONBE SARBISIULLPY § [RRIUEUL] 10 D6 EUEN JURISISSY

suonziad) jo Jabeuey

I2INSEal | /SEAASS BANBISILIL DY @ JePuBLLY jo Jabeusy

$£9°18Z 164'6ZE LFELLL 59P'EZ 05161 628'v1 VLOFSES SOLYGLE 5155°58 Bussauibu] jo sebeusy

ZLE'9ZE 2169'¥82 LZL'erT 6BL'LE STLEE 09Z'02 11887951 ££18°98L 0528°94 1 1abeuep |IaUSY JueRISISSY

6LY'06E 800°LEE 165" 1IT GES'ZE v85'IT [44: K44 ZTLOL'28E BLLT 91 516 0EL Jabzue |eisuan

RUNLLI X B W04 [oRueD WENLHUEN winwxep uioy {0FUOY WY WnWIXepw W0 [O[UCH LMLLUNNY
[entiy Alquopy Apnoy 3avus ST1LLL SNOLLISOd

%6 VIO

ampayog Aie[eg pue UOBEIISSEID qOr LZ-0Z0T

1ou3sI] £93eAn Alunon yoeaqg sunbe




APPENDIX C

Stewards
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Appendix C
IBEW L.ocal 47 Stewards - Duties

The Union shall have the right to appoint Stewards as they deem necessary for the appropriate
representation of the IBEW Unit.

IBEW Steward duties are to relay information from IBEW representatives to Laguna Beach
County Water District employees with like classifications, and to relay information from
employees to IBEW representatives. They also have expertise in their field and the MOU
language. They provide clarification to employees with like classification and responsibilities.

The Stewards are not on-site business representatives when dealing with Memorandum of
Understanding (MOU) or disciplinary cases.

Stewards are assigned for each of the following categories:
Laguna Beach County Water District
1) General

2) General
3) Mid-Management
4y Mid-Management
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APPENDIX D

Code of Excellence
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Code of Excellence

The Code of Excellence is a program designed to bring out the best in our members and demonstrate to
our customers that IBEW members:

Perform the highest quality and quantity of work Utilize their skills and abilities to the
maximum Exercise safe and productive work practices

The Code of Excellence is not only about an IBEW job done right the first time, on schedule and under
budget; it is also about pride in IBEW membership and craftsmanship and leaving a lasting impression of
quality workmanship with the customer... thus, prompting him to again employ the IBEW on future
projects. The Code of Excellence program is also a means to build and project positive attitudes about
who we are and the work we do... on and off the job.

Local Union training with respect to the Code of Excellence program may be facilitated by an International
Representative but, regardless of delivery method or by whom, the Code of Excellence program training
is to convey a strong message that IBEW members will:

Come to work on time, fit for duty and ready to work.
Obey recognized customer and employer work rules.

Demonstrate zero tolerance for alcohol and substance abuse. Exercise
proper safety, health and sanitation practices.

Own up to "8 for 8" and be on the job unless otherwise allowed or authorized to leave.
Follow safe, reasonable and legitimate management directives.

Encourage respect for the customer's rights and property, as well as for others on the job
exercise the skills and abilities of the trade.

Care for tools and equipment provided by the employer.
Eliminate waste and other forms of property destruction, including graffiti.

Limit lunch and break times to allocated periods; adhere to established start and quit time
Leave inappropriate behavior to those of lesser knowledge.

Employ the proper tools for the job and maintain personal tool
responsibilities.

do Not solicit funds or sell merchandise without union approval.
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Curtail idle time or pursuit of personal business during work hours, including cell phone
use.

Expel job disruptions and refuse to engage in slowdowns or activities designed to
extend the job or

create overtime or any other conduct that cast the IBEW in a bad light.
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As with Stewards, IBEW members employed in management/supervision must have knowledge of the Code of
Excellence program principles, its relationship to IBEW organizing and overall membership responsibilities to the
Brotherhood. Yet, more importantly, members in these roles need to know how effectively managing their jobs will
be a corresponding obligation to the Code of Excellence program. IBEW 'rank and file' members honoring the Code
of Excellence program will rightfully have similar expectations of Brothers and Sisters in management/supervision,
with these being in the areas of®

*  Management responsibilities to the collective bargaining agreement.

+  Acceptance of supervisory positions and related responsibilities.

* Communication and cooperation with the job Steward.

+  Employee encouragement but, if necessary, fair and consistent discipline.

« Job safety, health and sanitation needs or requirements.

+  Ample job layout/directions to minimize down time and maximize employee productivity.
+  Cooperation of labor and management in safety and training.

*  Proper number and type of tools and equipment to ensure job progress.

»  Maintenance and upkeep of tools and equipment.

«  Storage and protection of employer and employee tools and equipment.

* Employ adequate number of employees to perform efficiently.




IBEW47
CODE OF EXCELLENCE COMMITTMENT

VALUES STATEMENT

IBEW 47 UNION MEMBERS depend on civil service employers to operate equitably, ethically, and
work to promote and preserve public trust and confidence.

IBEW 47 UNION MEMBERS commit to these values:

* Accountability-willingness to accept responsibility and account for one's actions.

+ Equity-ensuring fairness and due process.

» Impartiality-loyalty to the public good.

« Diversity-embracing histories, values, and ideas from all backgrounds, and recognizing
their contribution to improving the operations, services, and programs.

« Transparency-actions and practices that are open to public observation and scrutiny.

« Integrity- being truthful and seeking truth.

CODE OF CONDUCT AND ETHICS

IBEW 47 UNION MEMBERS will uphold the Code of Excellence. As employees, we commit to
undertaking our duties with the highest ethical principles, placing the public's interest above our own. |

1. As an IBEW 47 UNION MEMBER, [ will be truthful andhonest.

* 1 will act with integrity and demonstrate courage in all dealings.

» I'will ensure that all completed work activities are accurate and that any biases have been
identified and addressed.

« ] will be accurate and honest in all interactions and communications with others.

2. AsanlBEW 47 UNION MEMBER, [ will place the public’s trust before my personal interests.

» I will be objective and impartial.
* I'will never engage in acts of collusion, kickbacks, bribes, unlawful gifts, conflict
of interest, or other improper influence, nor will I condone such acts by others.
» I will not permit personal interests to impair my judgment or action.
* T will not use my position for my private gain, for the endorsement of any
product, person or enterprise, or for private gain of relatives or fiiends.
I will disclose, and if necessary, recuse myself from the decision-making process and any
activities, dealings, and transactions on behalf of the employer that may be related or be
influenced by my personal, financial, or outside activities.
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. Asan IBEW 47 UNION MEMBER, I will be transparent.

» 1 will ensure that all work product is completed in an open manner, with the knowledge
that it may be subject to public inspection and/or release.

« T will disclose all personal, financial, or professional interests or outside activities that
may relate to or influence my role or official capacity.

» [ will cooperate and support inquiries, reviews, audits, or other investigations that may be
conducted.

* T will comply with the Brown Act and will observe all laws.

. As an IBEW 47 UNION MEMBER, [ will be accountable.

» T will comply with all federal, State, and City laws.

+ I will be fiscally responsible with managing and overseeing City funds and resources,
as it pertains to my assigned responsibilities.

I will adhere to all policy and procedures and contractual commitments to safeguard

the integrity of the procurement and bidding and competitive processes.

. AsanIBEW 47 UNION MEMBER, I will safeguard all information, data

(including electronic), and assets entrusted to my care.

» Twill protect data to promote cybersecurity and preserve confidentiality and privacy
concerning the property, personnel, or other affairs.

+ Iwill handle and safeguard all non-public and proprictary information as protected
under agreement or public law.

+ Iwill protect all assets, resources, and information to the best of my knowledge
from loss, theft, and misuse.

. Asan IBEW 47 UNION MEMBER, I recognize historic inequities and worker disparities
and will support diversity and be inclusive in all my actions.
+ Iwill respect the diverse histories, values, and experiences represented in the various
communities.
+ I will anticipate effects of a decision on working people, especially if
specific groups may be disproportionately harmed or helped.
+ T will work to make sure that all the people have the ability to actively participate
and engage, and will work to eliminate barriers to public involvement in decisions,
programs, and services.

+ [ will be mindful of our community's needs and be cognizant of their experience
when interacting with members.

. Asan IBEW 47 UNION MEMBER, I will treat others with dignity.

+ I'will listen, be approachable, open-minded, ask questions, and participate when
engaged.

+ I'willtreat all colleagues, the public, stakeholders, and anyone transacting business
with respect.
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+ I will convey the care for, and commitment to, its communities.
+ T will be courteous and civil in all my interaction and communications with others.

8. As an IBEW 47 UNION MEMBER, I will make data-informed decisions, and embrace
excellence and innovation.

+ @'will be a role model by striving for excellence, maintaining standards, being open to change,
recognizing the need to compromise, and always working to improve programs and services.

* I will be proactive and innovative when setting goals and conducting business.

* [ will promote innovation that will enrich and transform the services, operations, and
budget.

I affirm that [ have read and understand the above Code of Excellence. 1 will avoid even the appearance of
impropriety and seek ethical guidance and immediately report a perceived Code of Excellence violation, conflict
of interest, fraud, waste or misuse of resources, and inappropriate behavior.

My signature on this form certifies my commitment to the IBEW Code of Excellence and that I will abide by the
code:

Name (Print/E-sign)

Signature Date

IBEW LOCAL UNION

CIVIL SERVICE MUNICIPALITY
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