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AGREEMENT 
BETWEEN THE CITY OF FULLERTON AND 

THE FULLERTON POLICE OFFICERS ASSOCIATION 
DISPATCHER UNIT 

FOR THE PERIOD JANUARY 1, 2024 THROUGH JUNE 30, 2028  

ARTICLE 1:  INTRODUCTION 

This Agreement is made and entered into by the City of Fullerton (hereinafter referred to 
as the City) and the Fullerton Police Officers Association (herein after referred to as 
Association).  The Association is the recognized majority representative of persons 
employed in the classifications of Forensic Specialist I & II, Lead Forensic Specialist, 
Jailer, Police Dispatcher and Lead Police Dispatcher (hereinafter collectively referred to 
as affected employees).  

Pursuant to City Council Resolution 5145 (which pertains to employer-employee 
relations) and California Government Code §3500, et seq., authorized representatives of 
the City and the Association have met and conferred in good faith concerning 
compensation, hours and other terms and conditions of employment of affected 
employees, and have reached an Agreement which shall be submitted to the City Council 
for its approval.  Following approval, it shall be implemented by action of the Council or 
City Manager by appropriate ordinances, resolutions or other directives.     

Therefore, the City and the Association understand that upon approval by the City 
Council, the compensation, hours and other terms and conditions of employment for 
affected employees shall be as follows: 

ARTICLE 2:  MANAGEMENT RIGHTS 

The City retains all rights of management including but not limited to the exclusive right 
to determine the mission of its constituent departments, commissions and boards; to 
contract and subcontract; set standards of services; determine the procedures and 
standards of selection for employment and promotion; direct its employees; take 
disciplinary action; relieve its employees from duty because of lack of work or for other 
legitimate reasons; maintain the efficiency of governmental operations; determine the 
methods, means and personnel by which government operations are to be conducted; 
determine the content of job classifications; take all necessary actions to carry out its 
mission in emergencies; and exercise complete control and discretion over its 
organization and the technology of performing its work; provided, however, that the 
exercise of such City rights shall not conflict with the express provisions of this 
Agreement. 
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ARTICLE 3:  PEACEFUL PERFORMANCE 

The parties recognize the obligation of the affected employees to continue to faithfully 
perform their duties for the City in accordance with the highest professional standards. 
No affected employee shall engage in, induce or encourage any concerted action against 
the City including, but not limited to, strikes, work stoppages, slowdowns, speedups, "sick-
ins", “sick-outs", or withholding of services to the City. 

The Association agrees that neither it, nor any of its officers or agents will call, institute, 
authorize, participate in, sanction or ratify any concerted action against the City as 
specified above.  In the event of any concerted action as enumerated above, the 
Association, its officers, agents and representatives shall do everything within their power 
to end or avert same. 

ARTICLE 4:  TERM - EFFECTIVE DATES 

This Agreement shall be effective from January 1, 2024 through June 30, 2028.   Upon 
the effective date of this Agreement, it shall fully supersede and render void the prior 
Agreement between the parties that was effective from July 1, 2022 through June 30, 
2024. 

The effective date of each Section is January 1, 2024,unless otherwise stated herein. 

ARTICLE 5:  MAINTENANCE OF EXISTING BENEFITS 

Except as provided herein, all compensation, hours and other terms and conditions of 
employment within the lawful scope of representation of the Association presently 
enjoyed by affected employees shall remain in full force and effect, unless changed by 
mutual agreement of the parties. 

ARTICLE 6:  SEPARABILITY 

If any part or provision of this Agreement is rendered or declared invalid by any existing 
or subsequently enacted state or federal legislation, or by any decree of any court of 
competent jurisdiction, the remaining portions shall continue in full force and effect. 

ARTICLE 7:  CITY REVENUES 

The Association shall encourage its members to shop in Fullerton in an effort to increase 
the revenue available to the City. 
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ARTICLE 8:  THE SCHEDULE OF BASE SALARY RATES AND ALLOCATION OF 
CLASSES TO SALARY RANGES 

(A) The schedule of Base Salary Rates and Allocation of Classes to Salary Ranges
shall be adjusted as follows and contained in Appendix A:

Eight percent (8%) base salary increase effective the first full pay period after
January 1, 2024.

Four percent (4%) base salary increase effective the first full pay period after July
1, 2025.

Four percent (4%) base salary increase effective the first full pay period after July
1, 2026.

Four percent (4%) base salary increase effective the first full pay period after July
1, 2027.

(B) Effective the first full pay period after July 1, 2024, the City shall add a Step 7 to
the salary ranges of each affected classification that is 2.5% above Step 6. Each
unit employee who was at Step 6 of their respective range for one year or more
as of July 1, 2024 shall immediately be placed at Step 7.  All other unit
employees shall move to Step 7 through normal range progression.

ARTICLE 9:  INCREMENT PAY 

A. Shift Differential Pay

An employee shall receive Shift Differential Pay in the amount shown if the
requirements of the following schedule are met:

1. Swing Shift - 50% of the working 2.5% of his/her base 
hours per pay period are between salary rate 
3:00 p.m. and 11:00 p.m.

2. Graveyard Shift - 50% of the 5% of his/her base salary 
working hours per pay period rate 
are between 11:00 p.m. and
7:00 a.m.

3. Non-Day Shift - when neither a. 2.5% of his/her base 
nor b. above apply, but 50% of salary rate 
the working hours per pay period
occur in a combination of the Swing
and Graveyard shifts.
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B. Bilingual Pay

An employee shall be eligible to receive an additional $75 per pay period if the
following conditions are met:

1. The employee must on a frequent and recurring basis speak and/or translate
by reading/writing one or more languages other than English in the
performance of his/her public contact duties with the City.

2. The employee must pass a language skills test approved or administered
by the City.

C. Longevity Pay

An employee shall be eligible for 6% longevity pay the first full pay period after the
employee completes their 5th year and begins their 6th year of City employment.

Effective the first full pay period after January 1, 2024, an employee shall be
eligible for an additional 4% longevity pay, for a total of 10% longevity pay, the first
full pay period after the employee completes their 9th year and begins their 10th

year of City employment.

Years of experience in another law enforcement agency shall also be counted as
“City” employment for purposes of this longevity pay.

ARTICLE 10:  OVERTIME PAY 

A. All affected employees are designated non-exempt for purposes of the Fair Labor
Standards Act (FLSA).

B. Work Period

For employees on the standard workweek, the FLSA work period shall be seven
days in length commencing at 12: 01 A.M. each Saturday.  For employees on an
alternate work schedule, the City shall adjust the FLSA work period to ensure the
employee’s regular schedule does not exceed 40 hours of work in any seven-day
work period.

C. Time Worked

In determining eligibility for overtime, paid leaves of absence shall be regarded as
time worked and shall be included in calculating the total hours worked.  Paid
leaves of absence include, but are not limited to the following:
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1. Vacation 6. Workers' Compensation Leave
2. Holiday Leave 7. Jury Duty
3. Sick Leave 8. Bereavement Leave
4. Administrative Leave 9. Military Leave
5. Compensatory Time Off

In calculating hours actually worked for overtime purposes, the following time will 
be excluded: 

1. Voluntary non-pay time
2. Leaves of absence without pay
3. Suspensions with and without pay
4. Standby Duty

There shall be no pyramiding of overtime.  Hours worked by an employee in any 
workday, workweek or payroll period on which premium rates have once been 
allowed shall not be used again in any other overtime computation. 

D. Payment

1. Each employee (including those employed part-time) required to work in
excess of 40 hours in a work period shall receive compensation at the
premium rate of time and one-half his/her regular rate of pay for the excess
hours, except that employees shall be paid at the premium rate for work
performed in excess of the employees regularly scheduled workday or
regularly scheduled workweek.

An employee who, when solicited by the City, volunteers to work hours
beyond his/her regular schedule shall be deemed to have been required to
work by the City.  A lack of congruity between an employee's work schedule
and the time involved in a pay period shall not cause an employee to be
ineligible for the premium rate for hours worked, when such hours are
otherwise eligible therefore under the terms of this Agreement.

2. The regular rate of pay shall include the following types of pay in addition to
base salary:

a. Increment Pay, as set forth in Article 9.
b. Records Duty Pay.

3. In lieu of receiving paid overtime under the above sections, an employee
may earn compensatory time off on a time and one-half basis.  The City
may, at its discretion, pay overtime as provided in 1 above.  An employee
request for compensatory time shall not be unreasonably denied.
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E. An employee who works overtime to replace an employee who is taking
compensatory time off shall be paid either in cash on a time and one half basis or
may elect to receive the actual number of hours worked in compensatory time and
the half time overtime in cash.

F. Compensatory Time Payoffs

Should any employee exceed 100 hours of accrued compensatory time, he/she
shall be paid for those excess hours at the regular rate of pay.  All compensatory
time on the books at the end of each payroll year shall be paid off, unless used by
the end of the following March in accordance with established practice.  In addition,
compensatory time balances shall be paid in full prior to the effective date of any
salary increase.

G. Authorization For Overtime

All overtime required to meet minimum staffing levels shall have the authorization
of a supervisor.  When overtime is required due to an emergency situation, verbal
authorization from a supervisor shall be obtained as soon as practical.  Overtime
worked until relieved by another is considered authorized.

An employee's failure to obtain prior written approval, or explicit verbal
authorization followed by written authorization, may result in denial of the overtime
request.

H. Clothes Changing

Employees are not authorized to wear their uniforms or any part thereof that is
distinguishable as such unless on-duty.  Employees may be provided with a locker
for his/her own personal convenience.  An employee may or may not utilize the
locker for storage and changing purposes at his/her own discretion.

Nothing herein prevents an employee from wearing his/her uniform to and/or from
his/her residence to work.
Time spent in changing clothes before or after a shift is not considered time worked
and is not compensable in any manner whatsoever.

I. Shift Trades

1. The practice of shift trading shall be voluntary on behalf of each employee
involved in the trade.  The trade must be due to the employee's desire or
need to attend to a personal matter, and not due to the department's
operations.  The employee providing the trade shall not have his/her
compensable hours increased as a result of the trade; nor shall the
employee receiving the trade have his/her compensable hours decreased
as a result of the trade.  Neither employee involved shall be entitled to the
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other employee's increment pay, if any.  Any hours worked beyond the 
normal work shift will be credited to the individual actually doing the work. 

2. Before it occurs, every shift trade must be approved by the Communications
Bureau Sergeant, or in his/her absence, the on-duty Watch Commander.
Such approval shall not be unreasonably denied.

3. "Pay-backs" of shift trades are the obligation of the employees involved in
the trade.  Pay-backs are to be completed within one calendar year of the
date of the initial shift trade.  Any dispute as to pay-backs is to be resolved
by the involved employees, and under no circumstances will the City be
obligated for any further compensation whatsoever to any of the involved
employees.  The City is not responsible in any manner for hours owed to
employees by other employees who leave the employment of the City or
are assigned other duties.

4. If one individual fails to appear for the other, the person who has assumed
responsibility for the duty assignment will either be charged with a paid
leave of absence as appropriate, or will be listed as absent without leave
and may be subject to discipline.

J. Early Relief

The practice of early shift relief shall be voluntary on behalf of each employee
involved in the relief.  The employee providing the early relief shall not have his/her
compensable hours increased as a result of the early relief; nor shall the employee
relieved early have his/her compensable hours decreased as a result of the early
relief.  "Pay-backs" of early relief hours are the sole obligation of the two employees
involved in the early relief.  Any dispute is to be resolved by the involved
employees, and under no circumstances will the City be obligated for any further
compensation whatsoever to any of the involved employees.  The City is not
responsible in any manner for hours owed to employees by other employees who
leave City employment or are assigned other duties.

K. Training Time

Training time outside normally scheduled work hours shall be compensated
pursuant to the Code of Federal Regulations §785.27, et seq.

L. Travel Time

Travel time outside normally scheduled work hours shall be compensated pursuant
to the Code of Federal Regulations §785.33, et seq.
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M. Athletic Activity

The City provides a gym facility for the voluntary use of certain employees during
their off-duty hours.  Time spent by employees in working out at the gym facility,
and any other off duty athletic activity, shall not be considered time worked and
shall not be compensated in any manner.

N. Call-Back Pay

1. Call-back duty occurs when an employee is ordered to return to duty on a
non-regularly scheduled work shift.  Call-back does not occur when an
employee is held over from his/her prior shift or is working prior to his/her
regularly scheduled shift.  Call-back duty does not apply to prescheduled
work during employee's regular time off.

2. An employee called back to duty shall be paid at one and one-half times
his/her regular rate of pay on an hour-for-hour basis for the actual time
worked, with a minimum of four (4) hours.  Travel time shall not be
considered time worked and shall not be compensated in any manner
whatsoever.

3. When an employee is notified of the order to return to duty at least five days
in advance of the call back, he/she shall be paid at one and one-half times
his/her regular rate of pay for the time actually worked, with a minimum of
two (2) hours.  The actual time worked commences when the employee
returns to duty.

4. This provision is to be distinguished from "Court Appearance" pay in
subparagraph P which is to be used when an employee is called back to
court.

O. Court Standby Pay

1. An off-duty employee may leave a telephone number where he/she may be
reached while on court standby.  Such time is not considered time worked
under the FLSA and will not be compensated, except as set forth below.

2. All court standby pay shall be at the employee’s straight time base hourly
rate.

3. If an employee is on standby for the morning session only and is called to
appear in court during that session, he/she shall be paid at one and one-half
times his/her regular rate of pay for the appearance time only, with a two-
hour minimum.  If an employee is on morning session standby and is not
called to appear, he/she will be paid for two hours of standby time at his/her
regular hourly rate.
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4. If an employee is on standby for the afternoon session only and is called to
appear in court during that session, he/she shall be paid at one and one-half
times his/her regular rate of pay for the appearance time only, with a two-
hour minimum.  If an employee is on afternoon session standby only and is
not called to appear, he/she will be paid for two hours of afternoon standby
time at his/her regular hourly rate.

5. If an employee is on standby for the morning session and is not called to
appear until the afternoon session, he/she is paid for court appearance time
only, at one and one-half times his/her regular rate of pay with a four-hour
minimum.

6. If an employee is on standby for the entire court day and is not called to
appear, he/she will be paid for four hours of standby time at his/her regular
rate of pay.  If an employee is on standby for the entire court day and is
called to appear, he/she is paid for court appearance time only at one and
one-half times his/her regular rate of pay with a four-hour minimum.

7. When an employee is directed to be on standby for a particular court session
and the directive is rescinded prior to the beginning of that session, the
employee shall receive the standby pay provided herein for that session
unless the directive is rescinded prior to 96 hours before the session.

8. This payment is made pursuant to this Agreement, not pursuant to the
FLSA. Time compensated in the above manner shall not constitute time
worked for purposes of the FLSA.  Employees do not have the option of
taking compensatory time off for court standby.

P. Court Appearance Pay

An employee shall be credited with a minimum of two hours at one and one-half
times his/her regular rate of pay for court appearances while off duty pursuant to
a lawful subpoena relating to events occurring during the course and scope of
employment.  Where two or more court appearances are required on the same
date for different cases, and are separated by a period of at least two hours, a two-
hour minimum payment shall apply to each such court appearance.  The court
meal period shall not be considered time worked for purposes of this paragraph
unless the court is actually in session during the meal period.  Travel time shall not
be considered time worked and shall not be compensated in any manner
whatsoever, except that employees shall be paid for travel time for appearances
outside of Orange County.

Employees do not have the option of taking compensatory time off for court
appearances.
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Q. Records Duty Pay

Until such time as the City’s staffing level for records personnel is such that
dispatch personnel are no longer required to perform state or federally mandated
time-sensitive records functions (e.g., missing persons, tows, stolen vehicles,
EPO) each dispatcher assigned to the graveyard shift shall be paid $25 for such
duties.

ARTICLE 11:  ACTING PAY 

The pay provisions of the City’s Acting Pay program (contained in Resolution 8485) are 
modified to provide that an employee 1) shall receive Acting Pay beginning at the start of 
the first full shift following 80 consecutive working hours of an Acting assignment, and 2) 
shall be paid for all time served in a subsequent Acting position if the employee has 
received Acting Pay for the same temporary classification within the preceding 12 months, 
and there are at least seven consecutive calendar days in the second Acting assignment. 

ARTICLE 12:  EXCEPTIONAL PERFORMANCE PAY 

All affected employees are eligible for the City’s Exceptional Performance Pay program, 
as set forth in Appendix B. 

ARTICLE 13:  TUITION REIMBURSEMENT 

A. Objective

The tuition reimbursement program is designed to encourage employees to
continue their self-development by enrolling in approved classroom courses which
will:

1. Educate them in new concepts and methods in their occupational field and
prepare them to meet the changing demands of their job.

2. Help prepare them for advancement to positions of greater responsibility
with the City.

B. General Guidelines

The Director of Human Resources or his/her appointed representative shall:

1. Review written pre-enrollment applications submitted by employees
through the Department Head and render a decision within 60 days of
receipt thereof by Human Resources.
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2. Consult with the Department Head and school authorities on the
development and establishment of criteria and standards to determine the
acceptability of majors, courses and expenditures which will qualify the
employee for tuition reimbursement.

3. Render a decision on tuition reimbursement request forms within 60 days
of receipt by Human Resources.

C. Eligibility

1. All regularly appointed employees who have passed their initial probation
period are eligible to receive tuition reimbursement.  Courses must:
commence after the employee passes the initial probation period; be in
excess of the educational standards for the classification (as noted in the
class specification); and not be taken to acquire skills, knowledge and
abilities which the employee was deemed to have when appointed to the
classification.  An example of this would be job-related college or university
courses when the specification for the classification calls for high school
graduation.

2. Courses must be (except where noted below in paragraphs C.5 and C.6)
approved by one of the regional accreditation associations recognized by
the Council for Higher Education Accreditation (CHEA).  Credits given for
non-classroom assignments such as life experience, military training, and
professional training are not reimbursable.

3. Courses must be: 1) related to the employee’s current occupation; 2) related
to a City classification to which the employee may reasonably expect
promotion within five years of completion of his/her educational objective; or
3) required for the completion of the pre-approved job-related major.  An
example of the third requirement would be general education or elective
requirements for the major as stated in the school catalog.

4. Courses shall not duplicate training which the employee has already had or
which is to be provided in-house unless approval has been granted by the
Department Head and the Human Resources Department.

5. Courses needed to maintain or leading to a City-approved certificate, license
or registration are eligible for reimbursement, as are any examination fees
required to successfully maintain or obtain the certificate, license or
registration.  Reimbursement for eligible expenses will be made after
obtaining or providing proof of renewal of the license, certificate or
registration.
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6. Courses related to the use of City-approved computer equipment purchased
by the employee may be authorized under the tuition reimbursement
program.

7. Courses cannot be taken on City time.  The employee must certify that all
courses submitted for approval were taken on his/her off-duty time.

8. To certify eligibility, a fully completed pre-approval form shall be submitted
to the department head and to Human Resources before the course begins.

D. Reimbursement

1. A tuition reimbursement request form must be submitted within three
months of the completion of the approved course(s).  A minimum final
grade of “C” or its equivalent is required for reimbursement.  A pass in a
pass/fail course will be considered equivalent to a “C” for reimbursement
purposes only.  No reimbursement shall be made for audited or incomplete
courses.

2. Employees shall be reimbursed for tuition and any fees and reading
materials required by the academic institution for the eligible course(s).
Expenses for parking, travel, lodging, meals, transcript fees, materials and
any other costs are not reimbursable.

3. Employees shall be reimbursed up to the dollar amount charged for the
same number of units per term by California State University, Fullerton,
with a maximum of $2,500 per fiscal year for courses taken during that
fiscal year. The difference between the City's maximum obligation during
any fiscal year and the total amount of actual reimbursement received by
the employee during that fiscal year shall not be carried over or be available
for use by the employee in any subsequent fiscal year.

4. Employees must submit a bona fide certification of major, fees paid and
grade achieved from the attendant institution in order to have their request
for reimbursement considered.  These documents must accompany the
reimbursement request form in order to be processed.

5. Upon separation from employment, employees shall reimburse the City for
any funds received under this program for courses completed during the
last 12 months of employment.  This payback provision does not apply to
employees who receive a service or disability retirement (as defined in
Article 20B, are laid off by the City, or who separate as a result of a
City/departmental reorganization.
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ARTICLE 14:  UNIFORMS 

A. For employees required by the Police Department to wear and maintain uniforms,
the City shall determine and provide the “first issue” of uniforms upon initial
appointment, and a biweekly allowance of $20.  Employees in any classification of
the Forensic Specialist series shall receive a biweekly allowance of $25.

B. Employees shall return to the City any and all “first issue” uniforms received (or for
which they were reimbursed under the provisions of Resolution 6821, Section 8) if
they leave an affected classification within two years of appointment to an affected
classification.

C. The City may, at its sole discretion, convert the existing uniform purchase and
allowance program to an alternative program such as, but not limited to, the
provision of all uniforms or a voucher system.  The uniform purchase and
allowance program shall continue on a pro-rata basis until the effective date of
such change.

ARTICLE 15:  SURVEYS 

In determining what is adequate compensation, the parties shall use as a guideline the 
compensation provided to comparable employees in the following jurisdictions or any 
other jurisdictions deemed appropriate: Anaheim, Buena Park, Costa Mesa, Garden 
Grove, Huntington Beach, Newport Beach, Orange and Santa Ana. 

ARTICLE 16: 
CALIFORNIA PUBLIC EMPLOYEES’ RETIREMENT SYSTEM (CALPERS) 

A. The City’s contract with CalPERS for affected employees shall include the
following options:

1. One-Year Highest Compensation [California Government Code (hereinafter
Government Code) §20042] for employees hired prior to December 23,
2012.

2. Employees hired on or after December 23, 2012 who are not considered
“new members” as defined under the Public Employees’ Pension Reform
Act of 2013 (Government Code §7522 – 7522.74), hereinafter PEPRA, will
have their final compensation calculated based on the provisions of
Government Code §20037.  Final compensation shall be calculated based
on the average of the highest three consecutive years.

3. Employees hired on or after January 1, 2013 who are “new members” as
defined under PEPRA will have their final compensation calculated based



Page 14 Fullerton Police Officers’ Association-Dispatchers Unit 
Resolution No. 2023-079 

on the provisions of Government Code §7522.32 (highest average 
pensionable compensation for 36 consecutive months.). 

4. Post-Retirement Survivor Allowance (Government Code §21624, 21626).

5. Fourth Level of 1959 Survivor Benefits (Government Code §21574).

6. Military Service Credit as Public Service (Government Code §21024), in
which the employee pays the entire cost.

7. The 2% at 55 – Full Formula (Government Code §21354) for employees
who are not “new members” as defined under Government Code
§7522.04(f).

8. Employees hired on or after January 1, 2013 who are “new members” as
defined under Government Code §7522.04(f) shall be enrolled in the 2% at
62 benefit plan mandated by PEPRA (Government Code §7522.20).

9. Pre-Retirement Optional Settlement 2 Death Benefit (Government Code
§21548).

B. Member Contributions

For employees covered under the 2% at 55 benefit plan: 

1. The City shall pay each affected employee’s CalPERS normal member
contribution (as defined in §20677 of the Government Code) into each
employee’s CalPERS account, pursuant to §20691 of the California
Government Code.  This Employer Paid Member Contribution (EPMC)
payment will be included within the employee’s compensation earnable that
is reported to CalPERS, pursuant to §20636(c)(4) of the Government Code.

Effective the first full pay period that includes July 1, 2027, the City
contribution toward EPMC shall be decreased by six percent (6%), with
those employees then paying six percent (6%) of the normal member
contribution.

2. This EPMC shall not be considered base salary, and is not taxable income,
pursuant to §414(h)(2) of the Internal Revenue Code.  However, should any
state or federal agency alter the current income tax treatment of such
payment, the consequences of such action shall be the sole responsibility
of the affected employees, and shall in no way alter any obligation of the
City toward such employees.

3. Employees shall contribute 7% of their compensation earnable (as defined
in Government Code §20636) toward the employer contribution rate.
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Effective December 23, 2012, the City amended its contract with CalPERS 
to implement the provisions of Government Code §20516(a), to provide that 
the greatest portion possible of the 7% contribution shall be made pursuant 
to Government Code §20516(a), with the balance of the 7% contribution 
made pursuant to Government Code §20516(f).   In the event of a change 
in the law or legal determination that any portion of the employee 
contribution toward the employer rate is not allowable as agreed, the EPMC 
shall be reduced by whatever portion is not allowable and the parties shall 
meet and confer to determine the appropriate modifications of benefits to 
offset this change. 

Effective the first full pay period that includes July 1, 2027, the employee 
cost sharing contribution shall be decreased by six percent (6%), to one 
percent (1%) pursuant to Government Code Section 20516(a).  

It is further provided that should legislation be enacted that requires 
employees pay any portion of the required member contribution, then the 
City shall take whatever action is necessary to reduce the amount of the 
employee pick-up of the employer contribution by the amount of the required 
payment by the employee of the member contribution. 

As mandated by PEPRA, each employee meeting the definition of “new member” as 
defined under Government Code §7522.04(f), shall contribute his/her full member 
contribution of fifty percent (50%) of the normal cost as determined by CalPERS 
(Government Code §7522.30).  This contribution shall be made by way of payroll 
deductions.   

C. 1. Improvements or reductions to the retirement formula (e.g., 2% at 55) set
 forth in the CalPERS contract for Miscellaneous Employees may be 
negotiated between the City and the Fullerton Municipal Employees 
Federation (FMEF). 

Prior to or concurrent with the negotiations leading to implementation of any 
change, the City shall: 

a. Discuss such amendment(s) with and consider input from this unit;
b. Invite representatives of this unit to participate in such negotiations.

Affected employees shall receive the same salary and/or benefit 
improvements or reductions that are negotiated with or imposed on the FMEF 
in connection with changes to the retirement formula. 

The parties expressly agree that this Article 17.C.1 applies to the CalPERS 
formula only and does not apply to any other aspect of the City’s contract 
with CalPERS. 
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2. In the event state law permits negotiation of retirement benefits for distinct
units of miscellaneous members (i.e., benefits that apply uniquely to
Dispatchers), the FPOA shall have the exclusive authority to negotiate such
benefits as they pertain to its members.

ARTICLE 17:  SOCIAL SECURITY 

In the event the City and its employees are required to participate in the Federal Social 
Security program, the contribution designated by law to be the responsibility of the 
employee shall be paid in full by the employee and the City shall not be obligated to pay 
or "pick up" any portion thereof. 

ARTICLE 18:  MEDICARE 

Employees hired by the City on or after April 1, 1986 shall be required to pay the 
designated employee contribution to participate in the MediCare Program and the City 
shall be under no obligation to pay or “pick up” any such contributions. 

ARTICLE 19:  HEALTH INSURANCE 

A. City Contributions - Employees

1. The City shall contribute the following monthly amounts toward the payment
of premiums for employees and their dependents under the existing
programs (or a new program providing substantially similar coverage and
benefits mutually agreed upon between the City and the Association):

For coverage effective on January 1, 2024

For employees hired before June 29, 1996:

Cigna HSA 
3000 

Cigna HMO 
Full Network 

Cigna HMO 
Select 

Network 
Kaiser 

Single $852.14 $773.51 $647.84 $590.86 
Two-Party $1,796.01 $1,625.20 $1,366.41 $1,179.69 
Family $2,435.38 $2,277.10 $1,883.44 $1,600.52 

Any increases in the premium rates shall be divided equally between the City 
and the employee. 

If there are any premium decreases, the parties shall meet and confer on this 
subject only. 
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2. For employees hired on or after June 29, 1996:

Cigna HSA 
3000 

Cigna HMO 
Full Network 

Cigna HMO 
Select 

Network 
Kaiser 

Single $590.86 $773.51 $647.84 $590.86 
Two-Party $1,179.71 $1,625.20 $1,366.41 $1,179.69 
Family $1,600.52 $2,277.10 $1,883.44 $1,600.52 

For persons hired on or after June 29, 1996 who choose the Cigna HSA 3000 
plan, the City’s maximum contribution shall be equal to the City’s contribution 
toward the Kaiser plan in each category.   

Any increases in the Cigna Full Network, Cigna Select Network, or Kaiser 
premium rates shall be divided equally between the City and the employee. 

In the event a change in the Affordable Care Act or applicable regulations and 
their interpretation by the federal government leads to exposure to penalties by 
the City or by employees, either party may request discussions about changes 
to Article 19.  However, no changes shall be made except by mutual agreement 
of the parties. 

B. City Contributions - Retirees

The City shall pay in behalf of each person regularly employed for 20 cumulative
calendar years or more who retires from the City subsequent to September 30,
1995 the same contribution provided to active employees for employee-only
coverage under the City health plan chosen by the retiree, provided, however, for
persons hired by the City on or after January 1, 2012, the maximum monthly
contribution paid under this paragraph shall be Two Hundred Dollars ($200.00).
With respect to any such employee who retired between June 28, 1986 and
September 30, 1995 the City shall pay 100% of the employee-only premium.

For a person regularly employed for ten or more cumulative calendar years but
less than 20, and who retires subsequent to September 30, 1995 the City shall pay
50% of the contribution provided to active employees for employee-only coverage
under the City health plan chosen by the retiree, provided, however, for persons
hired by the City on or after January 1, 2012, the maximum monthly contribution
paid under this paragraph shall be One Hundred Dollars ($100.00).  With respect
to any such employee who retired between June 28, 1986 and September 30,
1995 the City shall pay 50% of the employee-only premium.

A "retiree" shall mean only those former employees who receive a CalPERS
retirement allowance that has been in effect since the day after official separation
from the City.
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This obligation to pay health insurance premiums shall end at such time as the 
retiree reaches age 65 or becomes eligible to enroll, automatically or voluntarily, 
in MediCal or MediCare, whichever occurs first.  Prior to such time, this obligation 
shall be suspended for any period during which the retiree is receiving or is eligible 
to receive health insurance coverage at the expense of another employer (either 
public or private).  The City shall have the right to require any retiree covered by 
this paragraph to certify annually that he or she is not receiving nor is eligible to 
receive any such paid health insurance benefits from another employer. 

A retiree desiring to have health insurance coverage for dependents shall remit to 
the City a check for the amount of dependent coverage no later than the 15th of 
the month preceding the effective month of coverage. 

C. Single-Party In-Lieu (SPIL) Pay

1. Employees regularly appointed or rehired after July 24, 1995 are not eligible
for SPIL pay.  Employees appointed or rehired on or before that date who
“opt-out” under the provisions of paragraph E below are not eligible for SPIL
pay if they re-enroll in a City health plan.

2. Employees regularly appointed on or before July 24, 1995 or earlier, who
have “single-party only” coverage under a City health insurance plan shall
receive $30 per pay period, except as provided below.

a. An employee enrolled in the Kaiser, Cigna HMO Full Network, or Cigna
HMO Select Network “two-party” or “family” category as of January 1,
1996 who subsequently switches to the “single” category with one of
those providers shall receive the $30 per pay period.

b. An employee enrolled in Cigna HSA 3000 as of January 1, 1996 who
subsequently switches to Kaiser, Cigna HMO Full Network, or Cigna
HMO Select Network shall not be eligible for this benefit unless the
employee has dependents eligible for coverage but elects not to enroll
them.

c. An employee who switches to the Cigna HSA 3000 “single” category for
coverage after December 31, 1995 shall not receive SPIL pay
regardless of the plan or category in which the employee was previously
enrolled.

D. Married Employee Couples

One member of a married employee couple may elect to “opt-out” of the group
medical plan on a voluntary basis.  The City will then pay the two-party or family
premium for the covered spouse, depending on the number of dependents
covered.  The other spouse will receive a cash payment of 50% of the City’s
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reduced cost, not to exceed $50 per pay period.  If either spouse was first hired by 
the City after January 30, 2018, neither spouse shall be entitled to any payments 
of any kind under subsection (D) of Article 19 of this Agreement. 

E. Opt-Out

1. An employee may “opt-out” of the City's medical plan under these
conditions:

a. The employee is not receiving MediCare or MediCal.

b. The employee must sign a document stating his/her desire to waive
medical insurance.

c. The employee must provide proof of other coverage, which shall be
confirmed by the City each year prior to open enrollment.

d. The employee may only re-enroll during 1) annual open enrollment,
or 2) upon loss of coverage in accordance with the underwriting
guidelines for each of the City's health plans.

2. Payment

a. Full-time employees shall receive a cash payment equal to 50% of
the City’s reduced cost, including SPIL Pay, if any.  The minimum
payment shall be $50 per pay period, and the maximum shall be
$100 per pay period.

b. Part-time employees shall receive a cash payment as follows:

Cumulative Hours Worked Payment Per Pay Period 

<3,120        $0 
≥3,120 $30.00 

F. Flex Credit Program

For those employees enrolled in the City’s medical program, the City will
implement a “flex credit” contribution in the amount of $350 per month, paid in $175
increments for the first two pay periods of each month.  These “flex credits” shall
be paid through a revised Section 125 Plan.  The implementation of the flex credits
contributions shall be effective January 1, 2024 (implemented on the second pay
date in the prior December.)

Flex credits may be applied to the City’s health insurance, dental, and vision
premiums.  Flex credits shall be applied in the following order:  health insurance
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(first), dental insurance (second), and vision insurance (third).  Any remaining flex 
credits after application to the City’s health, dental, and vision premiums shall be 
forfeited. 

The flex credits afforded under this Section shall in no way impact the City’s 
separate obligation to provide a medical contribution to retirees under Article 19(B). 
The provision of flex credits to active employees under this Section does not 
constitute a “contribution” owed to retirees under Article 19(B). 

G. PORAC Retiree Medical Trust

The City agrees unit members may elect to join the PORAC Retiree Medical Trust
at the time of its choosing during the term of this MOU that requires FPOA
members to contribute a set equal amount per group (e.g., Classic employees or
new members) each pay period on a pre-tax basis.  The City is not a party to the
contract between FPOA and PORAC and the City shall have no liability related to
FPOA’s contract with PORAC.  The City’s role will be to process payroll deductions
as FPOA directs for the PORAC Retiree Medical Trust.  FPOA shall indemnify and
hold the City harmless with regard to this provision of the MOU and any and all
issues related to the PORAC Retiree Medical Trust.

ARTICLE 20:  FLEXIBLE SPENDING ACCOUNT PROGRAM 

The City’s Flexible Spending Account (FSA) Program shall be made available to all 
affected employees. 

Pursuant to said program, an employee may request that eligible expenses be paid or 
reimbursed by the City out of the employee’s account, with the employee's base salary 
being reduced by the amount of any such payments or reimbursements. 

Each employee with a payroll deduction for medical and dental insurance premiums shall 
have his/her salary reduced by the amount of those deductions, on a before-tax basis. 

ARTICLE 21:  LONG-TERM DISABILITY INSURANCE 

A. The City shall pay 100% of the premium for a City-owned Long-Term Disability
insurance policy affording coverage to each active employee.

B. The policy shall have an elimination period of 55 calendar days of continuous
disability.  Anytime after the expiration of the elimination period, the employee may
apply for Long-Term Disability insurance or may continue to use accrued leave
pursuant to the City’s policy thereon.

C. The maximum benefit shall be 50% of the eligible employee’s PRE-DISABILITY
EARNINGS as defined in the policy document, or $6,000 per month, whichever is
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less.  This maximum benefit shall be reduced by INCOME FROM OTHER 
SOURCES as defined in the policy document. 

ARTICLE 22:  LIFE INSURANCE 

The City shall provide $10,000 group term life insurance for affected employees.  In 
compliance with the City's current life insurance contract, employees at age 70 shall have 
benefits reduced by 35%, and employees at age 75 shall have benefits reduced by 50%. 
The City shall make additional term life insurance available at the employee’s option and 
at the employee's own cost. 

ARTICLE 23:  DENTAL INSURANCE 

The City shall pay the employee-only premium (but no more than $25 per month) under 
any group dental insurance plan administered or approved by the City. 

A retired employee (as defined in Article 19 B) and his/her eligible dependents, may 
subscribe to a City dental plan by paying the full premium for the coverage chosen. 

ARTICLE 24:  VISION INSURANCE 

The City shall provide vision care insurance to employees on the Cigna medical plans 
and pay $7.30 per month toward the employee-only premium. 

Employees enrolled in the Cigna medical plans may enroll eligible family members in the 
City sponsored vision plan at their own option and cost, payable through a payroll 
deduction.  Eligibility and enrollment of such family members is subject to the standard 
plan rules. 

ARTICLE 25:  SELF-INSURANCE/OTHER 

The City shall have the right to provide all or any portion of the benefits presently available 
under any existing health, long-term disability, dental, or vision plan through a self-
insurance program or, in the case of vision insurance, via a contract with a direct provider; 
however, the election of such option shall not cause affected employees to suffer any loss 
of benefits or coverage. 

A medical advisory committee, to include representatives of the four major employee 
organizations, has been established.  The Committee shall meet with City representatives 
at least four times per year.  This Committee's functions shall include analysis of plan 
coverage and cost containment opportunities, the review of alternative approaches to 
medical insurance, and communications to and from employees for the purpose of 
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providing reasonably priced medical care.  Committee recommendations shall be 
developed with a view toward including them in this Agreement. 

ARTICLE 26:  CONSOLIDATED OMNIBUS BUDGET RECONCILIATION ACT 

Employees who are allowed to remain on a City health or dental insurance plan following 
separation from employment pursuant to the Consolidated Omnibus Budget 
Reconciliation Act of 1985 (COBRA) may be charged the maximum rate permissible by 
law for such coverage (presently 102% of the premium for an active employee.) 

ARTICLE 27:  HOLIDAYS 

Except as provided in Article 34 - Work Schedules: 

A. All regular full-time employees who work or are absent from work with the approval
of their department head on the work shift before and the work shift after any such
holiday, shall receive the following paid holidays of eight hours each:

1. January 1, New Year's Day
2. The third Monday in February, Presidents' Day
3. The last Monday in May, Memorial Day
4. July 4, Independence Day
5. The first Monday in September, Labor Day
6. November 11, Veteran's Day
7. Thanksgiving Day
8. The Friday following Thanksgiving Day
9. December 24, Christmas Eve
10. December 25, Christmas Day
11. December 31, New Year's Eve

B. No other day shall be such a holiday unless it is a non-recurring holiday designated
specifically by the President of the United States and/or the Governor of California
and approved by the City Council.

C. Effective the payroll year beginning December 24, 2011, each employee shall
receive an additional eight hours of pay for each holiday.

An employee may elect at the beginning of the payroll year one of the following
options:

1. To receive payment in cash as each holiday occurs.

2. To receive the holiday leave prorated on a biweekly basis, added to the
employee's existing vacation balance.  The employee's vacation balance
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shall then be reduced by the number of hours actually absent from work for 
vacation or holiday purposes.  At the end of each payroll year, such 
employees may convert up to that year’s total holiday hours accrued to a 
cash payment at the employee’s base salary rate then in effect. 

ARTICLE 28:  DISCRETIONARY PERSONAL LEAVE 

Discretionary personal leave accumulated and not used prior to the term of this 
Agreement will be available for employee use until such time as the employee separates 
from the City.  This discretionary personal leave will have no cash value and its use must 
be approved by the Chief of Police, or designee, and not require overtime backfill. 
Employees on discretionary personal leave will be on paid status.  No additional 
discretionary personal leave will accrue during the term of this agreement. 

ARTICLE 29:  VACATION 

A. Accrual

1. Each employee shall accrue vacation credit with pay in accordance with the
following table:

Number of Hours 
Amount of Current Service Annually Biweekly

<5 years 104  4.00 
≥5 years 120  4.62 
≥10 years 128  4.93 
≥11 years 136  5.24 
≥12 years 144  5.54 
≥13 years 152  5.85 
≥14 years 160  6.16 

2. Vacation credit shall accrue each pay period in which the employee has worked
or used paid leave except sick leave for at least one full regular work shift.  An
employee absent on sick leave or unpaid leave of absence for an entire pay
period shall not receive vacation credit for that pay period.

B. Usage

1. First Vacation:  A new employee may take no more than three shifts of
accrued vacation leave during his/her original probation period.  Absences
such as sick leave or unpaid leave for an entire pay period shall not be
considered time worked for this purpose.
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2. Employees hired on or after June 1, 1981 shall accrue, but not be paid for
unused vacation credits until completion of their initial probation period with
the City.

3. Department Head Approval:  No vacation absence with pay may be taken
without approval by the Chief of Police or designee. The Chief of Police
shall schedule and approve vacation for his/her employees as requested or
at such other mutually convenient time so as to avoid any loss of vacation
by reason of the accumulation limit provided herein.

4. Vacation may not be used when an employee is absent for personal medical
reasons and has sick leave available.

5. Effective with the July 2006 shift change, the vacation sign-up procedure
shall be the same as that utilized for the Patrol Bureau in effect as of
January 2006.  The only exceptions are that Communications Bureau
employees shall be limited to a primary and secondary selection (per
calendar year) on the vacation sign-up list.

6. Without supervisor approval, no more than two Dispatchers, or a Lead
Dispatcher and a Dispatcher, may be on vacation per day and only one per
shift.

7. All vacation leave requests within the current shift cycle shall be promptly
posted.

C. Accumulation Limit

An employee may accumulate vacation credits in an amount up to twice his/her
annual vacation allowance.  Vacation does not accrue beyond that point with the
following exception:

When any written request by an employee to take a vacation is refused or not
acted upon by the Department Head and the employee is not allowed other
vacation time off to prevent a loss of vacation credits, the employee shall then be
paid at the straight time salary rate then in effect not only for the time worked, but
also for the vacation time that would have been credited to him/her for so working
were it not for said accumulation limit.  This payment shall continue until such time
as the employee is permitted to take a vacation.

D. Annual Conversion

1. At the end of each payroll year, an eligible employee may convert up to 40
hours of unused vacation time into cash or deferred compensation, payable
at the base salary rate in effect at the time of conversion.  Such conversions
shall be made concurrently with the annual conversion of sick leave.
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2. To be eligible, an employee must have completed his/her initial probation
period; must have actually taken (not converted) at least 80 hours of
vacation in the preceding payroll year; and must have at least 80 hours of
vacation remaining after such conversion.

E. Separation From Employment

Any employee, except one on his/her initial probation period with the City, who
separates from employment by resignation, layoff, or otherwise, shall be paid the
balance of his/her accumulated vacation credits at the base salary rate in effect on
the date of separation.  In the case of the employee's death, the balance shall be
paid to the employee's designee or, if none, to the employee's estate.

ARTICLE 30:  SICK LEAVE 

A. Each regular full-time employee shall earn and accumulate 3.69 hours of sick leave
for each pay period in which the employee has worked at least one full regular work
shift.  An employee absent on vacation shall receive sick leave credit, but an
employee absent on sick leave or unpaid leave of absence for an entire pay period
shall not receive sick leave credit for that pay period.

Any absence for which an employee requests sick leave shall be charged to the
employee’s sick leave balance until such balance or appropriate limited use of such
balance is exhausted.  At that point, other forms of paid leave may be used.

B. Sick Leave Usage

Sick leave is provided so that employees will not suffer financially because of
inability to work due to bona fide illness or injury.  The City may compel an
employee who is unable to perform the duties of his/her position to submit to a
medical examination on City time and at the City’s expense.

 An employee shall be allowed to use his/her accumulated sick leave as follows:

1. Absences relating to the health of the employee:

a. Personal illness or physical incapacity;
b. Medical or dental appointments;
c. Forced quarantine in accordance with community health regulations.

2. Absences relating to the health of the employee’s family:

a. Health conditions of or medical or dental appointments for the
employee’s spouse, parents, children, stepchildren, brother, sister,
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mother-in-law, father-in-law or others as required by law in a total 
amount not to exceed 48 hours in a payroll year. 

b. The care of an employee’s newborn child/children or the placement
with an employee of a son or daughter for adoption or foster care
within the first 12 months after birth or placement, for up to 96 hours.

c. The serious health condition of a family member which qualifies
under the FMLA or CFRA, provided that the employee has submitted
all necessary documentation to the Human Resources Department
certifying the condition qualifies for FMLA or CFRA.

In no event shall the total time taken pursuant to 2a, 2b, and 2c exceed 480 
hours in any 12-month period.  This maximum limit of 480 hours shall be 
reduced by any time taken pursuant to the employee’s own FMLA qualifying 
condition(s) within such rolling 12-month period except as otherwise 
required by law. 

C. Approval of Sick Leave

1. Sick leave may be taken only when an employee has sick leave credits.  The
first sick leave with pay may not be taken until 24 hours sick leave has been
credited.  No payment for sick leave shall be made without the approval of
the Department Head.

2. Prior to resuming work after taking three or more consecutive shifts of sick
leave, an employee shall submit a physician's written certification of the
medical necessity for his/her absence from work and a written release
stating that he/she is able to perform his/her normal or modified job duties.
For example, an employee absent on Monday, Tuesday and Wednesday
must provide this release before resuming work on Thursday.

If the absence of three or more consecutive shifts is for family illness (see
B2 above), the employee shall submit certification from the attending
physician of the family member’s medical condition during the length of
absence for which paid leave is requested.  The physician’s certification
shall verify that the family member had an illness, injury or medical
procedure during the period of time for which paid leave is requested.
However, the certification shall not be required to include a diagnosis or
description of injury or treatment.

D. Bereavement Leave

The death of a member of the employee's immediate family shall entitle the
affected employee to be absent for three shifts per incident, and such absence
shall not be charged to sick leave.  Employees may also use two shifts of their
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accumulated sick leave per incident for bereavement purposes, and the City 
Manager may authorize up to an additional five shifts of sick leave usage for 
bereavement purposes when appropriate. 

The definition of "immediate family" for the purpose of bereavement leave shall 
include the employee's spouse, parents, children, stepchildren, brother, sister, 
mother-in-law, father-in-law, grandparent, grandchild, stepparent, legal guardian 
or others as required by law. 

E. Annual Optional Conversion of Sick Leave

Employees hired on or after June 29, 1996 are not eligible for this conversion
program.

A person who has been regularly employed by the City for the full preceding payroll
year and has at least 24 hours of unused sick leave remaining from the preceding
payroll year, may convert at the base hourly rate a fixed percentage of the unused
portion of those credits in accordance with the following:

1. An employee who uses two regularly scheduled shifts or less of sick leave
during the preceding payroll year may convert either:

a. Up to 60% to cash or a deferred compensation contribution under
the City's plan, or

b. Up to 30% to vacation and up to 30% to either cash or deferred
compensation.

2. All other employees may convert either:

a. Up to 50% to cash or deferred compensation; or

b. Up to 25% to vacation and up to 25% to either cash or deferred
compensation.

F. Payment for Unused Sick Leave Upon Separation

Payment for unused sick leave upon separation shall be paid to persons regularly
appointed to any City classification on or before August 31, 1983 and employed
continuously thereafter.  All others are ineligible for this benefit.

1. If an eligible employee dies or retires, 55% of the unused sick leave credits
accumulated will be paid to the employee or, in the case of the employee's
death, to the employee's designee or, if no designee, to the employee's
estate.  Such payment will be at the base salary rate in effect at the time of
such separation.
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2. An eligible employee who separates after ten years of continuous service
for any reason other than death or retirement shall be compensated for 50%
of the unused balance of all accumulated sick leave credits in excess of 960
hours, to be paid at the base salary rate in effect at the time of such
separation.

G. All sick leave credits not taken as sick leave or otherwise converted shall remain
within the employee's accumulated sick leave credits.

ARTICLE 31:  CATASTROPHIC ILLNESS LEAVE BANK 

The City shall maintain its Catastrophic Illness Leave Bank, as provided in Administrative 
Policy No. 104. 

ARTICLE 32:  WORKERS’ COMPENSATION PROGRAM 

A. Supplemental Pay

1. Unless employment is terminated, a regular full-time employee absent due
to illness or injury resulting from his/her City employment, for which the
employee received temporary disability payments under California Workers'
Compensation laws, shall be paid his/her full salary only for the first 1,040
cumulative hours of each absence.  This salary payment period shall not
extend beyond the date temporary disability payments are terminated.  The
employee's salary shall be reduced by the total amount the employee
receives as temporary disability payments, and such supplemental pay
shall not be charged against his/her sick leave credits.  Persons employed
on a 3/4-time basis shall receive a cumulative total of 780 hours, and
persons employed on a half-time basis shall receive a cumulative total of
520 hours.

2. A full-time employee who suffers a temporary disability as a result of what
is interpreted under state Workers' Compensation laws as a separate illness
or injury, regardless of whether the illness or injury is to the same or a
different part of the body, shall be entitled to an additional 1,040 hours
cumulative time of supplemental pay (pro rata time if a part-time employee)
for each such separate illness or injury.

3. Once the employee has exhausted all of the benefits described in
subparagraphs 1 and 2 above, the employee shall be entitled, at his/her
request, to use any accumulated sick leave credits to pay the difference
between his/her full salary and any amounts paid him/her under said
Workers’ Compensation laws until his/her accumulated sick leave credits
are exhausted.
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4. Employees on injured-on-duty status shall charge absences for doctor,
therapy or follow-up visits which occur after July 24, 1995 to injury-on-duty
leave - i.e., the supplemental pay program described in this Article.

5. The City may deny supplemental pay during the first three shifts of
temporary disability leave to any employee who, in management's opinion,
abuses sick leave.  In such circumstances, the employee may elect to use
sick leave, vacation or leave without pay.  The grievance procedure in such
cases shall end with the City Manager.

B. The anniversary date of any employee who is absent from work as a result of an
illness or injury resulting from the performance of duties in the course of his/her
employment, shall not be affected as long as he/she is receiving an amount equal
to his/her full pay.  During such time, the employee shall continue to accrue
vacation and sick leave benefits in the same manner as though he/she were not
absent.

C. Employees shall return to the City all City-funded payments whose value exceeds
the employee's regular base salary.

ARTICLE 33:  JURY DUTY 

A. When an employee is duly summoned to jury duty, he/she shall receive her/his
regular pay for any regularly scheduled working hours spent in actual performance
of such service.  If the employee receives $50 or more for such service (not
including reimbursements from the court for meals, travel or lodging), the employee
shall remit to the City all fees and allowances payable for such service.

B. An employee on jury duty shall be considered to be on duty commencing at 8:00
A.M. for each day that employee is required to attend jury duty.  An employee who
serves less than seven hours of jury duty on any given day shall return to work to
complete his/her work shift.  An employee who serves seven hours or more of jury
duty on any given day shall be deemed to have worked his/her full shift.

C. Employees who have the option to request call-in juror status shall exercise that
option.

ARTICLE 34:  WORK SCHEDULES 

A. Time Worked

Each full-time employee shall work or be on approved leave 40 hours during each
FLSA work period, and 80 hours during each City pay period.  Part-time employees
shall work between 20-39 hours per FLSA work period.  Employees shall work
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such additional time as may, from time to time, be required in the judgment of the 
City to serve the citizens of the city. 

B. 3/12 Schedule

1. The work schedule for Dispatchers shall be the "3/12”.  It shall consist of
three 12.5-hour workdays per 7-day work week and one 5-hour work day
during each 14-day pay period.  This equals 80 work hours during each 14-
day City pay period and 40 hours during each 7-day FLSA work period.
Each employee shall be scheduled to work three consecutive workdays of
12.5 consecutive hours, with four consecutive days off, in one (1) seven-
day calendar period and four consecutive workdays, of which three
consecutive days are 12.5 consecutive work hours and one of which is five
consecutive work hours, followed by three consecutive days off in the next
calendar week for a total of 80 hours in a standard two-week pay period.

Unless otherwise agreed upon by management and the employee or
prevented by an emergency, the 5-hour workdays will be prescheduled for
a fixed day and time at the discretion of management.  It is intended that
once the day and time is selected for the 5-hour workday, it will remain the
same day and time for the duration of that rotation.  The scheduling of all 5-
hour workdays will accommodate the required eight-hour rest period
between work shifts as described below, and will be on a day that is
consecutive to (before or after) the employee's regular block of three
consecutive 12.5-hour workdays.  The 5-hour workdays will be scheduled
to occur entirely within the time period normally worked on the employee's
12.5-hour workday, unless otherwise agreed upon between management
and the employee(s) involved.

2. To ensure each FLSA work period has no more than 40 regular work hours,
each employee’s FLSA work period will begin in the middle of the 5-hour
day, regardless of the hours he/she is scheduled to work or the day of the
week the 5-hour “pay back” day falls on. The scheduling of the “pay back”
day will be pre-arranged on a given day of the two-week cycle and will
continue on the same day of that cycle unless overall schedule changes are
required due to personnel shortages or other unforeseen circumstances.

3. In times of emergencies, the City shall have the right to alter the time and
date work shifts begin and end, provided that work schedules of individual
employees shall not be changed for the purpose of avoiding an obligation
to pay overtime.  An emergency in this context occurs when it is necessary
to preplan the use of mutual aid for a pending event.  An emergency does
not exist when preplanned, non-emergency special events require
additional staffing.
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4. During an unforeseen urgent situation (as determined by the Chief of Police
or designee), the City may direct an employee to temporarily work a
different schedule on a 12-hour notice.

C. Overtime

1. Implementation of a “3/12” schedule does not create any additional
obligation for daily or other overtime, unless required by the FLSA.

2. All briefings, meal periods and breaks shall be included within the daily work
schedule.  Each such employee shall be entitled to appropriate overtime
compensation for any and all time worked in excess of his/her daily work
schedule, or 40 hours in one week.  Any such employee shall not be entitled
to overtime compensation if the duties or responsibilities of his/her
assignment preclude him/her from being able to take a meal period or
breaks.

3. An employee may not work back-to-back shifts.  When a shift change or
other event would require an employee to work back-to-back shifts,
management shall adjust the schedule to avoid this situation.

4. To help ensure an employee is adequately rested, a minimum of eight
cumulative non-work hours must occur between duty shifts.  Where needed,
adjusted schedules as approved by management, vacation time or
compensatory time may be used to accomplish this purpose.  Overtime
hours earned by the employee may also be used to offset hours needed to
achieve the required rest period when agreed upon by management and
the employee involved.

5. Overtime assignments shall not exceed two hours immediately following or
prior to a regularly scheduled 12.5-hour work shift unless required by an
emergency or otherwise approved by management.  On the final day of the
employee's regularly scheduled workweek, overtime assignments may be
extended three additional hours, for a total of five overtime hours.

6. On the employee’s 5-hour payback day, additional overtime can be worked
as approved by the supervisor and within the limitations noted above for
total hours worked per day.

D. Paid Leaves

1. For employees on a work schedule other than the Traditional schedule, all
existing personnel policies, rules and regulations shall continue to apply,
except as provided below.  If any conflict or problem results from applying
these exceptions, the existing policies, rules and regulations as described
elsewhere in this Agreement shall prevail.
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2. Personnel assigned to an alternative work schedule shall continue to accrue
vacation and sick leave in accordance with the current accrual rates.  When
vacation or sick leave is used, the employee shall be charged based on
actual time taken, calculated hour-for-hour.

3. Sick Leave

Employees shall be encouraged to schedule all medical and dental
appointments and all other personal business on the employee's regular
day off.

4. Injured-On-Duty

While an employee is on injury-on-duty status and released from work,
his/her work hours will be 8:00 a. m. to 5:00 p. m., Monday through Friday,
so there is no issue that he/she is eligible for overtime while receiving
treatment or keeping doctor's appointments.

5. Military Leave

An employee granted military leave shall not be granted overtime when
such leave extends beyond the employee's regularly scheduled workdays
per week to his/her regular day off.

6. Jury Duty

An employee granted jury duty leave shall not be granted overtime when
such leave extends beyond the employee's regularly scheduled workdays
per week to his/her regular day off.

7. Training Time

a. Training time outside normally scheduled work hours shall be
compensated pursuant to the Code of Federal Regulations,
§553.226, et seq.

b. An employee assigned to a training class that lasts eight or more
hours on a day when he/she is regularly scheduled to work will be
deemed to have worked his/her entire shift for that day.  When
assigned training on a regularly scheduled workday is less than eight
hours, the employee will return to duty and complete any remaining
portion of his/her scheduled shift.

c. Any training consisting of three, four or five consecutive eight-hour
days shall be deemed to be the employee’s workweek.
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d. Travel time to or from the training site during the duty shift will be
credited as time worked.

E. Shift Selection

Effective with the January 2007 shift change, the shift selection procedure shall be
the same as that utilized in the Patrol Bureau as of January 2006 except that the
shift selection shall commence no less than four weeks prior to the shift change.

F. Shift Rotation

1. Employees shall be required to work one day shift rotation and one night
shift rotation within the employee’s first two years after being released from
training.  Thereafter, employees shall not be made to rotate shifts.

2. An employee on probation shall be assigned to a shift to maximize his/her
training.

3. Employees shall bid shifts by seniority.  The shifts available for bidding are
subject to the department’s right to first assign shifts to probationary
employees.

G. Daylight Savings Time

The City shall adjust work schedules to avoid any loss or gain in compensation
which may result from changing to or from Daylight Savings Time.

H. Vacation Bid Program

The City agrees the scheduling of the 5-hour workday specified in Article 34.B.1
will not count against the total of employees that may use vacation leave on a given
day or shift.

ARTICLE 35:  BENEFITS FOR PART-TIME EMPLOYEES 

A. Persons appointed on a part-time basis after June 30, 1989 shall receive only
the benefits listed below:

Event Benefit 

Upon appointment  CalPERS - employer's share and employee  
 share paid by City. 

Eligible for increment pay, jury duty pay, tuition 
reimbursement and uniform allowance, on a 
basis proportionate to hours worked - i.e., 50% 
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or 75% of the full-time rate – under the same 
rules and practices which apply to full-time 
employees. 

 Eligible to accrue and use vacation credit in 
accordance with the following table and existing 
rules and practices: 

       Number of Hours - Biweekly 
Amount of Current    50%           75% 

Service    Employee     Employee 

< 5 years  2.000 3.000 
≥ 5 years  2.310 3.460 
≥ 10 years  2.465 3.698 
≥ 11 years  2.620 3.930 
≥ 12 years  2.770 4.155 
≥ 13 years  2.925 4.387 
≥ 14 years  3.080 4.620 

Vacation credits may be used in accordance with the provisions of Article 29A2, B, 
C and E. 

Upon completion of 3,120  Option to join or opt out of any City health plan. 
cumulative hours worked    The City shall pay the same contribution provid-        

                                                               ed to a full-time active employee on single-party 
    coverage under whatever City health plan the    

      employee chooses. 

B. If a part-time employee becomes full-time, the time served as a part-time employee
shall be counted for purposes of vacation accrual.

ARTICLE 36:  PAYROLL SYSTEM 

The City shall utilize the biweekly pay system.  Pay periods shall begin at 12:01 A.M. 
every other Saturday, and end at midnight on the second Friday (i.e., 14 calendar days 
later) thereafter.  Paydays shall occur on the Friday following the conclusion of each pay 
period.  The one exception to this is when that Friday is a City holiday, the payday shall 
fall on the preceding business day. 

Each affected employee shall participate in the City’s direct deposit payroll program. 

The payroll year begins on the first day of the biweekly pay period that is paid in a new 
calendar year, and ends on the last day of the pay period that is paid within the same 
calendar year. 



Page 35 Fullerton Police Officers’ Association-Dispatchers Unit 
Resolution No. 2023-079 

ARTICLE 37:  UNIT SECURITY 

A. Dues Check-off

1. The Association shall provide the City with the list of its dues paying
members.  Association membership dues shall be deducted by the City from
each dues paying member’s paycheck.  The City shall promptly transmit the
dues so deducted to the Association.  There shall be only one Association
deduction per pay period per employee.

2. The Association shall notify the City, in writing, as to the amount of dues
required of members.  Once per fiscal year, the City will, upon written
request of the Association, change the amount of the Association deduction
to reflect any change in Association dues.

3. Whenever the Association notifies the City that there has been a change in
the amount required to be deducted for dues, the Association shall provide
certification that the employees have been notified of such change.

4. The City assumes no responsibility for keeping itemized records of
deductions.

5. The City shall promptly provide the Association a list of regular employees
newly hired into classifications represented by the Association.

B. Indemnification

The Association shall indemnify, defend and hold harmless the City and its
officials, representatives and agents against any liability or claim of liability that
arises or is claimed to arise out of or by reason of action taken or not taken by the
City in complying with the provisions of this Article.

ARTICLE 38:  PERSONNEL FILES 

A. Each department shall keep a personnel file for each affected employee within that
department.

B. An employee shall have the right to inspect and review his/her file at reasonable
intervals.

C. A copy of any commendations, written warnings or reprimands, disciplinary action,
personnel action forms and performance reviews to be placed into the employee's
personnel file shall be provided to the employee.
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D. An employee shall have the right to respond in writing to any information contained
in his or her file.  This reply shall become a permanent part of the file.

E. Upon written request from the employee, any adverse material and references
thereto which resulted in non-Skelly discipline (i.e., letters of reprimand, letters of
counseling and supervisor action reports, but not performance reviews) shall be
removed from the file under these conditions:

1. There has been no recurrence of similar conduct or other documented
unacceptable conduct within the subsequent five years.

2. There is no discipline currently pending and the employee is not on notice
to improve.

ARTICLE 39:  SUBSTANCE ABUSE 

A. It is the responsibility of all affected employees to cooperate to protect the lives,
personal safety and property of coworkers and fellow citizens.  The parties hereto
and all affected employees shall take all reasonable steps to accomplish these
goals and to minimize potential dangers.

B. It is in the best interest of the City, the Association, affected employees and the
public to ensure that affected employees do not appear for work under the
influence of drugs or alcohol, or possess illegal substances or alcohol while at
work, because such conduct is likely to result in reduced productivity, an unsafe
working environment, poor morale and increased potential liability to the City.
"Under the influence of drugs" means the use of any illegal substance or misuse
of a prescribed drug in a manner and to a degree that impairs the employee's work
performance or the ability to use City property or equipment safely.

C. The City pays for a counseling service for employees who have problems with
drugs and/or alcohol.  The City and the Association agree that every effort shall be
made by the City and the Association to refer employees who have such problems
to this counseling service for assistance.

D. The City may compel an employee who is unable to perform the duties of his/her
position to submit to a medical examination on City time and at the City's expense.

ARTICLE 40:  USE OF TOBACCO 

In addition to the policy set forth in City directives, affected employees shall not use 
tobacco products in any form inside City buildings, structures, vehicles, and/or in plain 
view of the public while on duty. 
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ARTICLE 41:  LAYOFFS 

If the City decides layoffs are necessary, the parties shall meet-and-confer to discuss 
alternatives to layoffs. 

ARTICLE 42:  DISCIPLINARY ACTION 

In addition to the procedures set forth in current policy and practice, an employee may 
elect, when offered by the City, to reduce his/her vacation balance in lieu of suspension. 

There shall be no reference to sick leave use in unrelated discipline cases. 

ARTICLE 43:  GRIEVANCES AND DISCIPLINARY APPEALS 

A. Purpose: To provide a means by which employee grievances may be considered,
discussed and resolved at the closest possible level to the point of origin.

B. A grievance is any dispute concerning the interpretation or application of the
Employer-Employee Relations Resolution, or of rules or regulations governing
personnel practices or working conditions, or of the practical consequences of a
City rights decision on wages, hours and other terms and conditions of
employment.

Grievances shall be waived for all purposes if not presented to the supervisor within
14 calendar days from the date the aggrieved employee knew, or by reasonable
diligence could have known, of the occurrence of the act or omission on which the
grievance is based.

Grievances shall be presented in accordance with the procedures set forth below.
The affected employee may process the grievance with or without his/her
recognized employee organization representative.

C. Informal procedure: An employee with a grievance shall first discuss it with his/her
immediate supervisor without delay.  If the problem is not answered to the
employee’s satisfaction, he/she shall have the right to discuss the grievance with
the supervisor's immediate superior.  Every effort shall be made to resolve the
problem in this manner.

D. Formal procedure: If informal efforts have not been successful in resolving the
grievance, the employee may utilize this formal procedure by submitting an appeal
in writing within seven calendar days of the response given in the informal
procedure.  To the best of the employee’s ability, the written appeal shall contain
an explanation of the issue(s) in dispute as well as a proposed remedy.
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1. First level of appeal: The appeal shall be submitted to the employee's
immediate supervisor who shall consult with his/her superior and render a
decision and comments in writing within 14calendar days of receipt of the
appeal.

2. Second level of appeal: If the employee does not agree with the decision,
or if no answer has been received within 14 calendar days, he/she may
present the appeal in writing to the Department Head.  Failure of the
employee to take further action within fourteen days after receipt of the first
level decision, or within a total of fourteen calendar days if no decision is
rendered, will bar further consideration.

3. Department review:  Upon receipt of the appeal, the Department Head
should discuss the grievance with the employee, his/her representative, if
any, the supervisor and the Director of Human Resources.  The Department
Head shall render his/her decision and comments in writing and return them
to the employee within 14 calendar days after receiving or hearing the
appeal, whichever occurs later.  If the employee does not agree with the
decision reached, or if no answer has been received within 14 calendar
days, he/she may present the appeal in writing to the City Manager.  Failure
of the employee to take further action within 14 calendar days after receipt
of the decision, or within a total of fourteen calendar days if no decision is
rendered, will bar further consideration of the appeal.

4. City Manager review:  The City Manager shall discuss the grievance with
the employee, his/her representative, if any, and with other appropriate
persons.  The City Manager may designate a committee or officer not in the
employee’s normal line of supervision to advise him concerning the appeal.
The City Manager shall render a decision in writing to the employee within
fourteen calendar days after receiving or hearing the appeal, whichever
occurs later.

The only discipline cases that can go beyond the City Manager level are
appeals from disciplinary action where the Skelly procedure was utilized.
Performance appraisals shall not be appealed beyond the City Manager
level.

5. Grievance Mediation – This procedure is available after the City Manager
level of the grievance procedure is completed.

a. Either party not satisfied with the City Manager's decision may, within
fourteen calendar days following receipt of the City Manager’s
decision, submit a written request to the other party for mediation of
the dispute.  Mediation shall be voluntary by both the City and the
grievant.
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b. Grievance mediation is a supplement to, and not a substitute for, the
steps of the grievance procedure outlined in this Article.  Any
deadlines for the grievance procedure shall be waived to permit the
grievance to proceed to arbitration should mediation be unsuccessful.

c. If the parties agree to mediation, a request shall be submitted to the
California State Mediation and Conciliation Service (“CSMCS”) in
writing.  If the CSMCS is unable to serve in a timely manner, the
parties shall agree on another mediator.  Any costs of the mediator
or the mediation process shall be divided equally between the City
and the Association.

d. The function of the mediator shall be to attempt to assist the parties
to achieve a mutually satisfactory resolution of the dispute.  The
mediator has no authority to compel resolution of the grievance.

e. Proceedings before the mediator shall be informal and the Rules of
Evidence shall not apply.  No record, stenographic or tape recordings
of the meetings will be made.  The mediator's notes are confidential
and their content shall not be revealed.  Nothing said or done by the
parties or the mediator during the grievance mediation session can
be attributed to the other party in any subsequent arbitration, court or
government agency proceeding.

f. The mediator may conduct the conference utilizing all of the
customary techniques associated with mediation, including the use of
separate caucuses.

g. In the event that no settlement is reached during the mediation
process, the mediator may provide the parties, either in separate or
joint session, with an oral advisory opinion unless both parties agree
that no such opinion is necessary.

h. If either party does not accept the mediator’s opinion, the matter may
then proceed to an arbitrator in the manner and form provided in this
Article.  Such arbitration hearings will be held as if the grievance
mediation had not taken place.  The mediator may not serve as the
arbitrator.

i. If a satisfactory resolution of the dispute is achieved by means of this
mediation process, the parties shall sign a written statement to that
effect and thus waive the right of either party to any further appeal.

6. Arbitration – if either party so requests, a professional arbitrator shall hear the
grievance on its merits for the purpose of attempting to resolve the dispute in a
satisfactory manner.  Such requests for arbitration must be filed in writing with
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the Director of Human Resources within fourteen calendar days following 
receipt of the City Manager's written decision.  Failure to do so will bar 
consideration by an arbitrator.  Selection of the arbitrator shall be in accordance 
with procedures acceptable to both parties. 

This paragraph shall not diminish the City Council’s authority to review the 
arbitration decision. 

The City Council shall have the right to refuse arbitration if, in its judgment, the 
issue to be submitted to arbitration has recently been reviewed by a 
professional arbitrator for Fullerton. 

7. The arbitrator, after hearing all pertinent evidence and testimony, shall make
recommendations to the City Manager and the parties involved. Then, if either
party is still in disagreement, it may request that the City Council decide the
matter.  Such requests must be filed in writing with the Director of Human
Resources within 35 calendar days from the date that party was served with
the arbitrator's recommendations.  Failure to do so will bar Council
consideration of the arbitrator's recommendations.

The arbitrator shall limit his/her findings and recommendations strictly to the
interpretation or application of this Agreement or of Rules and Regulations
governing personnel practices or working conditions, or the practicable
consequences of a City rights' decision on wages, hours and other terms and
conditions of employment, and shall make no recommendation:

a. Contrary, or inconsistent with or modifying or varying in any way the
provisions of the Employer-Employee Relations Resolution.

b. Inconsistent with the City's duties, responsibilities, or obligations as
provided by law.

c. Recommending any wage increase or decrease.

d. Recommending the payment of back wages for more than fourteen
calendar days prior to the date the aggrieved employee knew, or by
reasonable diligence could have known, of the occurrence of the act or
omission on which the grievance is based.

The arbitrator shall make no recommendation reversing, overruling, or 
otherwise modifying any City decision or omission except after finding 1) the 
City decision violated some express provision of the Resolution, or 2) the City 
decision or omission was, under the circumstances, arbitrary, capricious, 
discriminatory or otherwise unreasonable. 
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8. The City Council shall be guided by the arbitrator’s recommendations in
reaching its decision.  The Council shall act upon the arbitrator's
recommendations within 91 calendar days of the Director of Human Resource’s
receipt of a request for it to do so.  The City shall notify the employee of the
Council’s action by first class mail.  Such notice shall be postmarked no later
than three calendar days after the Council action.

E. Conduct of Grievance Procedure:

1. The time limits specified above may be extended to a specified date by
mutual agreement of the parties concerned.  Unless so extended, failure to
timely process a grievance shall bar further processing of such grievance.

2. The employee may request the assistance of another person of his/her own
choosing in preparing and presenting his/her appeal at any level of review.

3. The employee and/or his/her representative may use a reasonable amount
of work time as determined by the appropriate supervisor or Department
Head in conferring about and presenting the appeal.  However, no employee
shall absent him/herself without first being excused by his/her supervisor.

4. Employees shall be assured freedom from reprisal for using the grievance
procedure.

5. The settlement terms of a grievance which is processed by an employee
individually or by an informally recognized employee organization shall not
conflict with the express provisions of this Agreement.

6. With the exception of any arbitrator, administrative, and court reporter's
appearance fees and the costs of transcriptions, the expenses of arbitration
shall be borne equally by the City and the Association.  With regard to the
arbitrator administrative, and court reporter appearance fees and the costs
of transcriptions, the City shall pay these expenses if the arbitrator sustains
the grievance; however, if the arbitrator denies the grievance, the
Association shall pay these expenses.  In the event there is no prevailing
party, the parties shall bear these specific expenses equally.

F. Appeals from Disciplinary Action

1. When an employee seeks to appeal disciplinary action (following the
provision of all procedural safeguards required to be provided prior to the
imposition of discipline) he/she shall initiate the formal Grievance Procedure
by filing a written grievance at the level of the authority which has effectively
imposed the discipline.  This appeal must be received by said authority
within fourteen calendar days after the employee's receipt of the document
which imposes such discipline.
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2. Should an employee wish to appeal the consequences of disciplinary action
beyond the City Manager stage, he/she shall submit his/her written request
for arbitration to the City's Director of Human Resources within fourteen
calendar days following receipt of the City Manager's written decision.
Failure of the employee to so act will bar further consideration of the
grievance.

ARTICLE 44:  EMPLOYER-EMPLOYEE RELATIONS RESOLUTION 

The City’s Employer-Employee Relations Resolution (Resolution 5145, Section 3F1) shall 
be amended so that the last word is changed from “and” to “or.” 

ARTICLE 45:  PERSONNEL RULES 

The City’s Personnel Rules (currently contained in Resolution No. 8485) shall be modified 
as follows: 

Section 12A:  Probationary Period 

The probationary period for an employee hired into the classification of Police 
Dispatcher after the approval of this Agreement shall be 18 months, or 12 months 
after the successful completion of training, whichever time period is shorter.  The 
City’s ability to extend the probationary period further as set forth in the City’s 
Personnel Rules shall remain in effect.  

Section 15C.  Advancement of Base Salary Step: 

A newly appointed employee shall be increased to the next step upon successful 
completion of the probation period. 

{SIGNATURES ON FOLLOWING PAGE} 





Classification Title Range 
No.

Salary 
Schedule/Unit

FLSA 
Exempt

Forensic Specialist I 182 FPOA-DU
Forensic Specialist II 184 FPOA-DU
Jailer 180 FPOA-DU
Lead Forensic Specialist 186 FPOA-DU
Lead Police Dispatcher 199 FPOA-DU
Police Dispatcher 198 FPOA-DU

FULLERTON POLICE OFFICERS' ASSOCIATION - DU
ALLOCATION OF CLASSFICATIONS TO SALARY RANGES

Sort by Title
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Classification Title Range 
No.

Salary 
Schedule/Unit

FLSA 
Exempt

Jailer 180 FPOA-DU
Forensic Specialist I 182 FPOA-DU
Forensic Specialist II 184 FPOA-DU
Lead Forensic Specialist 186 FPOA-DU
Police Dispatcher 198 FPOA-DU
Lead Police Dispatcher 199 FPOA-DU

FULLERTON POLICE OFFICERS' ASSOCIATION - DU
ALLOCATION OF CLASSFICATIONS TO SALARY RANGES

Sort by Range No.

Appendix A
Effective November 7, 2023 Page 2



Salary Schedule: FPOA - DU Effective Dates:  1/6/2024 - 7/5/2024 

Range: 180 Range: 186
Step Hourly Bi-Weekly Monthly Annually Step Hourly Bi-Weekly Monthly Annually

01 26.782 2,143 4,642 55,707 01 36.000 2,880 6,240 74,880
02 28.121 2,250 4,874 58,492 02 37.799 3,024 6,552 78,622
03 29.527 2,362 5,118 61,416 03 39.689 3,175 6,879 82,553
04 31.004 2,480 5,374 64,488 04 41.674 3,334 7,223 86,682
05 32.553 2,604 5,643 67,710 05 43.757 3,501 7,585 91,015
06 34.181 2,734 5,925 71,096 06 45.945 3,676 7,964 95,566

Range: 182 Range: 198
Step Hourly Bi-Weekly Monthly Annually Step Hourly Bi-Weekly Monthly Annually

01 28.740 2,299 4,982 59,779 01 28.426 2,274 4,927 59,126
02 30.177 2,414 5,231 62,768 02 29.847 2,388 5,173 62,082
03 31.686 2,535 5,492 65,907 03 31.339 2,507 5,432 65,185
04 33.270 2,662 5,767 69,202 04 32.907 2,633 5,704 68,447
05 34.934 2,795 6,055 72,663 05 34.551 2,764 5,989 71,866
06 36.681 2,934 6,358 76,296 06 36.279 2,902 6,288 75,460

Range: 184 Range: 199
Step Hourly Bi-Weekly Monthly Annually Step Hourly Bi-Weekly Monthly Annually

01 32.107 2,569 5,565 66,783 01 31.486 2,519 5,458 65,491
02 33.712 2,697 5,843 70,121 02 33.061 2,645 5,731 68,767
03 35.398 2,832 6,136 73,628 03 34.714 2,777 6,017 72,205
04 37.168 2,973 6,442 77,309 04 36.450 2,916 6,318 75,816
05 39.027 3,122 6,765 81,176 05 38.272 3,062 6,634 79,606
06 40.977 3,278 7,103 85,232 06 40.186 3,215 6,966 83,587

FPOA-DU Salary Schedule
Fullerton Police Officers' Associaiton - Dispatcher Unit Effective 1/6/24 per Reso 2023-079 
approved and adopted on 11/7/2023

APPENDIX A
Page 3



Salary Schedule: FPOA - DU Effective Dates:  7/6/2024 - 7/4/2025

Range: 180 Range: 186
Step Hourly Bi-Weekly Monthly Annually Step Hourly Bi-Weekly Monthly Annually

01 26.782 2,143 4,642 55,707 01 36.000 2,880 6,240 74,880
02 28.121 2,250 4,874 58,492 02 37.799 3,024 6,552 78,622
03 29.527 2,362 5,118 61,416 03 39.689 3,175 6,879 82,553
04 31.004 2,480 5,374 64,488 04 41.674 3,334 7,223 86,682
05 32.553 2,604 5,643 67,710 05 43.757 3,501 7,585 91,015
06 34.181 2,734 5,925 71,096 06 45.945 3,676 7,964 95,566
07 35.036 2,803 6,073 72,875 07 47.094 3,768 8,163 97,956

Range: 182 Range: 198
Step Hourly Bi-Weekly Monthly Annually Step Hourly Bi-Weekly Monthly Annually

01 28.740 2,299 4,982 59,779 01 28.426 2,274 4,927 59,126
02 30.177 2,414 5,231 62,768 02 29.847 2,388 5,173 62,082
03 31.686 2,535 5,492 65,907 03 31.339 2,507 5,432 65,185
04 33.270 2,662 5,767 69,202 04 32.907 2,633 5,704 68,447
05 34.934 2,795 6,055 72,663 05 34.551 2,764 5,989 71,866
06 36.681 2,934 6,358 76,296 06 36.279 2,902 6,288 75,460
07 37.598 3,008 6,517 78,204 07 37.186 2,975 6,446 77,347

Range: 184 Range: 199
Step Hourly Bi-Weekly Monthly Annually Step Hourly Bi-Weekly Monthly Annually

01 32.107 2,569 5,565 66,783 01 31.486 2,519 5,458 65,491
02 33.712 2,697 5,843 70,121 02 33.061 2,645 5,731 68,767
03 35.398 2,832 6,136 73,628 03 34.714 2,777 6,017 72,205
04 37.168 2,973 6,442 77,309 04 36.450 2,916 6,318 75,816
05 39.027 3,122 6,765 81,176 05 38.272 3,062 6,634 79,606
06 40.977 3,278 7,103 85,232 06 40.186 3,215 6,966 83,587
07 42.001 3,360 7,280 87,362 07 41.191 3,295 7,140 85,677

FPOA - DU Salary Schedule
Fullerton Police Officers' Association - Dispatcher Unit Effective 7/6/24 per Reso 2023-079 
approved and adopted on 11/7/2023
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Salary Schedule: FPOA - DU Effective Dates:  7/5/2025 - 7/3/2026

Range: 180 Range: 186
Step Hourly Bi-Weekly Monthly Annually Step Hourly Bi-Weekly Monthly Annually

01 27.853 2,228 4,828 57,934 01 37.440 2,995 6,490 77,875
02 29.246 2,340 5,069 60,832 02 39.311 3,145 6,814 81,767
03 30.708 2,457 5,323 63,873 03 41.277 3,302 7,155 85,856
04 32.244 2,580 5,589 67,068 04 43.341 3,467 7,512 90,149
05 33.855 2,708 5,868 70,418 05 45.507 3,641 7,888 94,655
06 35.548 2,844 6,162 73,940 06 47.783 3,823 8,282 99,389
07 36.437 2,915 6,316 75,789 07 48.978 3,918 8,490 101,874

Range: 182 Range: 198
Step Hourly Bi-Weekly Monthly Annually Step Hourly Bi-Weekly Monthly Annually

01 29.890 2,391 5,181 62,171 01 29.563 2,365 5,124 61,491
02 31.384 2,511 5,440 65,279 02 31.041 2,483 5,380 64,565
03 32.953 2,636 5,712 68,542 03 32.593 2,607 5,649 67,793
04 34.601 2,768 5,998 71,970 04 34.223 2,738 5,932 71,184
05 36.331 2,906 6,297 75,568 05 35.933 2,875 6,228 74,741
06 38.148 3,052 6,612 79,348 06 37.730 3,018 6,540 78,478
07 39.102 3,128 6,778 81,332 07 38.673 3,094 6,703 80,440

Range: 184 Range: 199
Step Hourly Bi-Weekly Monthly Annually Step Hourly Bi-Weekly Monthly Annually

01 33.391 2,671 5,788 69,453 01 32.745 2,620 5,676 68,110
02 35.060 2,805 6,077 72,925 02 34.383 2,751 5,960 71,517
03 36.814 2,945 6,381 76,573 03 36.103 2,888 6,258 75,094
04 38.655 3,092 6,700 80,402 04 37.908 3,033 6,571 78,849
05 40.588 3,247 7,035 84,423 05 39.803 3,184 6,899 82,790
06 42.616 3,409 7,387 88,641 06 41.793 3,343 7,244 86,929
07 43.681 3,494 7,571 90,856 07 42.839 3,427 7,425 89,105

FPOA - DU Salary Schedule
Fullerton Police Officers' Association - Dispatcher Unit Effective 7/5/25 per Reso 2023-079 
approved and adopted on 11/7/2023
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Salary Schedule: FPOA - DU Effective Dates:  7/4/2026 - 7/2/2027

Range: 180 Range: 186
Step Hourly Bi-Weekly Monthly Annually Step Hourly Bi-Weekly Monthly Annually

01 28.967 2,317 5,021 60,251 01 38.938 3,115 6,749 80,991
02 30.416 2,433 5,272 63,265 02 40.883 3,271 7,086 85,037
03 31.936 2,555 5,536 66,427 03 42.928 3,434 7,441 89,290
04 33.534 2,683 5,813 69,751 04 45.075 3,606 7,813 93,756
05 35.209 2,817 6,103 73,235 05 47.327 3,786 8,203 98,440
06 36.970 2,958 6,408 76,898 06 49.694 3,976 8,614 103,364
07 37.894 3,032 6,568 78,820 07 50.937 4,075 8,829 105,949

Range: 182 Range: 198
Step Hourly Bi-Weekly Monthly Annually Step Hourly Bi-Weekly Monthly Annually

01 31.086 2,487 5,388 64,659 01 30.746 2,460 5,329 63,952
02 32.639 2,611 5,657 67,889 02 32.283 2,583 5,596 67,149
03 34.271 2,742 5,940 71,284 03 33.897 2,712 5,875 70,506
04 35.985 2,879 6,237 74,849 04 35.592 2,847 6,169 74,031
05 37.784 3,023 6,549 78,591 05 37.370 2,990 6,477 77,730
06 39.674 3,174 6,877 82,522 06 39.239 3,139 6,801 81,617
07 40.666 3,253 7,049 84,585 07 40.220 3,218 6,971 83,658

Range: 184 Range: 199
Step Hourly Bi-Weekly Monthly Annually Step Hourly Bi-Weekly Monthly Annually

01 34.727 2,778 6,019 72,232 01 34.055 2,724 5,903 70,834
02 36.462 2,917 6,320 75,841 02 35.758 2,861 6,198 74,377
03 38.287 3,063 6,636 79,637 03 37.547 3,004 6,508 78,098
04 40.201 3,216 6,968 83,618 04 39.424 3,154 6,833 82,002
05 42.212 3,377 7,317 87,801 05 41.395 3,312 7,175 86,102
06 44.321 3,546 7,682 92,188 06 43.465 3,477 7,534 90,407
07 45.428 3,634 7,874 94,490 07 44.553 3,564 7,723 92,670

FPOA - DU Salary Schedule
Fullerton Police Officers' Association - Dispatcher Unit Effective 7/4/26 per Reso 2023-079 
approved and adopted on 11/7/2023
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Salary Schedule: FPOA - DU Effective Date: 7/3/2027

Range: 180 Range: 186
Step Hourly Bi-Weekly Monthly Annually Step Hourly Bi-Weekly Monthly Annually

01 30.126 2,410 5,222 62,662 01 40.496 3,240 7,019 84,232
02 31.633 2,531 5,483 65,797 02 42.518 3,401 7,370 88,437
03 33.213 2,657 5,757 69,083 03 44.645 3,572 7,738 92,862
04 34.875 2,790 6,045 72,540 04 46.878 3,750 8,126 97,506
05 36.617 2,929 6,347 76,163 05 49.220 3,938 8,531 102,378
06 38.449 3,076 6,664 79,974 06 51.682 4,135 8,958 107,499
07 39.410 3,153 6,831 81,973 07 52.974 4,238 9,182 110,186

Range: 182 Range: 198
Step Hourly Bi-Weekly Monthly Annually Step Hourly Bi-Weekly Monthly Annually

01 32.329 2,586 5,604 67,244 01 31.976 2,558 5,543 66,510
02 33.945 2,716 5,884 70,606 02 33.574 2,686 5,819 69,834
03 35.642 2,851 6,178 74,135 03 35.253 2,820 6,111 73,326
04 37.424 2,994 6,487 77,842 04 37.016 2,961 6,416 76,993
05 39.295 3,144 6,811 81,734 05 38.865 3,109 6,737 80,839
06 41.261 3,301 7,152 85,823 06 40.809 3,265 7,074 84,883
07 42.293 3,383 7,331 87,969 07 41.829 3,346 7,250 87,004

Range: 184 Range: 199
Step Hourly Bi-Weekly Monthly Annually Step Hourly Bi-Weekly Monthly Annually

01 36.116 2,889 6,260 75,121 01 35.417 2,833 6,139 73,667
02 37.920 3,034 6,573 78,874 02 37.188 2,975 6,446 77,351
03 39.818 3,185 6,902 82,821 03 39.049 3,124 6,768 81,222
04 41.809 3,345 7,247 86,963 04 41.001 3,280 7,107 85,282
05 43.900 3,512 7,609 91,312 05 43.051 3,444 7,462 89,546
06 46.094 3,688 7,990 95,876 06 45.204 3,616 7,835 94,024
07 47.245 3,780 8,189 98,270 07 46.335 3,707 8,031 96,377

FPOA - DU Salary Schedule
Fullerton Police Officers' Association - Dispatcher Unit Effective 7/3/27 per Reso 2023-079 
approved and adopted on 11/7/2023
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DEPARTMENT Laura Giannetti-Mercer
Personnel Services
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APPROVED BY

POLICY/PROCEDURE Gretchen R. Beatty
Acting Director,
Human Resources

SECTION

I~~~TEPTIONAL PERFORMANCE PAY

IORIGINAL ISSUE DATE IREVISION DATE

053 April 13, 1989 October 3, 2006

Supersedes: Administrative Memorandum No. 483, dated June 23, 1990 and Personnel Policy No. 053
dated September 22, 1999 and January 3, 2001.

PURPOSE

To implement the Exceptional Performance Pay program.

. POLICY

Employees in the following bargaining units are eligible for Exceptional Performance Pay: Fed­
eration,Confidential and General Management.

Employees considered for Exceptional Performance Pay must meet the following criteria: . .

A. One year continuous service at the top salary step. "Continuous" means no breaks in
paid employment except for approved leaves of absence without pay.

B. The employee mu.st demonstrate consistently exceptional performance and attendance
and the employee's supervisor and department head must certify this on the attached
form. The employee's most recent regular performance appraisal should be attached.

C. An employee may not receive Exceptional Performance Pay in consecutive fiscal years.

D. As a guideline, the number of recipients in each department during any fiscal year is up
to 10% of the number of positions (vs. FTE's) represented by all the affected units in a
department. In departments where the above calculation yields a figure of less than two,
two shall be the maximum. Each department shall attempt to distribute its award propor­
tionately among employees in the eligible bargaining units.

PROCEDURE

A. Department Heads shall submit nomination forms to the Director of Human Resources,
who shall review them for conformity to basic criteria and to ensure Citywide consistency
before sending the recommendation to the City Manager;

B. Upon receipt of the City Manager's decision, the Director of Human Resources shall no­
tify the Department Head and take steps to implement payment if the recommendation is
approved..

Approved for Distribution:

~~a'-'"- ling Director of Human Resources
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Human Resources Department Policy No. 053
Subject: Exceptional Performance Pay

PAYMENT

October 3, 2006
Page 2

A. Exceptional Performance Pay awards shall be in the form of a lump-sum cash payment
equal to 5% of the employee's base salary for one year based on the salary in effect on
the date of the nomination.

B. Exceptional Performance Pay is taxable and is considered compensation for retirement
pUJPoses.lt is not to be included as part of the "regular rate" for purposes of the Fair
Labor Standards Act.

G. The Director of Human Resources shall ensure that adequate funds are budgeted for
this program.

GRB:kyt
Attachment: Exceptional Performance Pay Nomination Form
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Human Resources Department Policy No. 053 
Exceptional Performance Pay 

EXCEPTIONAL PERFORMANCE PAY 
NOMINATION FORM 

 
 
     
 
EMPLOYEE’S NAME:        DATE OF EVALUATION:        
 
POSITION/TITLE:        TIME IN POSITION:        
 
DEPARTMENT:        DATE REACHED TOP STEP:        
 
LENGTH OF TIME EMPLOYEE HAS REPORTED TO THIS SUPERVISOR:         
 
 
Please provide specific examples describing how the employee meets the standard.  Attach an additional 
sheet if necessary.  No. 5 is optional. 
 
1. Quality of Work – Demonstrates the knowledge, skill and ability to perform everyday tasks in a supe-

rior manner. 
 
       
 
2. Attitude/Public Relations – Unusual job interest and enthusiastic attitude that results in high work out-

put and/or very prompt and responsive service. 
 

      

3. Initiative – Has demonstrated outstanding initiative which has resulted in significant program en-
hancement or cost savings. 

 
       
 
4. Attendance – No unexcused tardiness.  Usually uses three days or less per year of sick leave, except 

as explained below. 
 
       
 
5. Other – Utilizes an unusual skill or talent which is not part of the regular job to the benefit of the City;  

assigned to and performed successfully in a special program or project;  etc. 
 
       
 
 
Date:                                                               
       Signature of Supervisor 
 
* * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * *  
 

DEPARTMENT HEAD REVIEW 
 
I agree/disagree (cross out one) with the above evaluation and recommend/do not recommend (cross out 
one) this employee for Exceptional Performance Pay. 
 

JenMay.Ravelo
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Comments:  

____________________________________________________________________________________

____________________________________________________________________________________

____________________________________________________________________________________

____________________________________________________________________________________ 

 
Date:                                                                 
 Department Head 
 
* * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * *  
 

DIRECTOR OF HUMAN RESOURCES REVIEW 
 
This recommendation conforms/does not conform (cross out one) to the basic criteria of the program, and 
ensures/does not ensure (cross out one) City-wide consistency. 
 
Comments:  

____________________________________________________________________________________

____________________________________________________________________________________

____________________________________________________________________________________

____________________________________________________________________________________ 

 
 
Date:           
  Director of Human Resources Department 
 
* * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * *  
 

CITY MANAGER REVIEW 
 
This recommendation is approved/not approved (cross out one). 
 
Comments:  

____________________________________________________________________________________

____________________________________________________________________________________

____________________________________________________________________________________

____________________________________________________________________________________ 

 
Date:           
 City Manager 
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