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This Memorandum of Understanding sets forth the terms of agreement 
reached between the City of Fountain Valley and the Fountain Valley 
General Employees’ Association as the Exclusively Recognized 
Employee Organization for the General Unit for the period beginning 
August 16, 2015 through August 15, 2017.  Unless otherwise indicated 
herein, all provisions shall become effective August 16, 2015.
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 MEMORANDUM OF UNDERSTANDING 
 BETWEEN REPRESENTATIVES OF THE CITY MANAGER 
 OF THE CITY OF FOUNTAIN VALLEY 
 AND 
 THE FOUNTAIN VALLEY GENERAL EMPLOYEES’ ASSOCIATION 
 (2015-2017) 
 
 PREAMBLE 
 
Representatives of the City Manager of the City of Fountain Valley and representatives of 
the Fountain Valley General Employees’ Association (hereinafter referred to as FVGEA) 
have met on a number of occasions and have conferred in good faith, exchanging a 
number of proposals concerning wages, hours, fringe benefits, and other terms and 
conditions of employment for the General, non-management employees of the City. 
 
The representatives of the City Manager and FVGEA have reached an understanding as to 
certain recommendations to be made to the City Council of the City of Fountain Valley and 
have agreed that the parties hereto will jointly urge the City Council to adopt one or more 
resolutions which will provide for the changes in wages, hours, fringe benefits, and other 
terms and conditions of employment contained herein. 
 
Having met and conferred in good faith, representatives of the City Manager of the City of 
Fountain Valley and representatives of FVGEA agree as follows: 
 
 ARTICLE 1 - RECOGNITION 
 
Section 1.01 - Recognition. Pursuant to Government Code Section 3500 et seq. and 
Resolution No. 9425  of the City Council of the City of Fountain Valley 
(Employer-Employee Relations Resolution), the City has recognized the FVGEA as the 
exclusive representative of all General, non-management employees (hereinafter referred 
to as General employees), excluding Field Services employees, of the City of Fountain 
Valley for purposes of representation on wages, hours, fringe benefits, and other terms and 
conditions of employment.  As the representative of General, non-management 
employees, FVGEA is empowered to act on behalf of said employees, whether or not they 
are individually members of FVGEA. 
 
Section 1.02 - Representation.  This Memorandum of Understanding shall act as a bar to 
the raising of any question concerning such representation during the term of this MOU, 
except that a question of representation may be raised during the period, between 60 days 
and 90 days prior to the expiration of this Memorandum of Understanding. 
 

ARTICLE 2 – REPRESENTED CLASSIFICATIONS 
 
The following classifications are represented by the FVGEA: 
 

Classification Classification 

Accountant Fire Prevention Analyst 

Accounting Technician I Fire Prevention Specialist  
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Accounting Technician II Housing Analyst 

Administrative Assistant Identification Technician 

Administrative  Specialist  Information Systems Technician  

Assistant Engineer Lead Dispatcher  

Assistant Planner Lead Records Clerk  

Code Enforcement Officer Management Aide  

Community Services Officer Offset Press Operator/Stores Clerk  

Crime Scene Investigator Supervisor Personnel Assistant  

Customer Service Representative – Business 
License 

Plan Check Engineer  

Customer Service Representative – Utility Billing Property Clerk  

Deputy City Clerk Public Works Inspector  

Dispatcher Records Clerk I 

Division Secretary Records Clerk II  

Engineering Technician I Recreation Coordinator  

Engineering Technician II Secretary  

Engineering Technician III Supervising Records Clerk  

Executive Assistant to the City Manager  

 
ARTICLE 3 – JOB SHARE EMPLOYEES 

 
Where a permanent, full-time position is filled by two General employees on a job share 
basis, the General employees shall be compensated in accordance with the provisions of 
the salary resolution governing their classification, with the exception that salary and 
benefits shall be pro-rated on the basis of number of hours that the General employee is 
regularly scheduled to work.  Such pro-ration shall be expressed as a percentage, with 
100% representing 40 hours per week.   

 
Job share employees may have the option to receive compensatory time at straight time or 
straight time wages for hours worked in excess of their regular schedule but less than 40 
hours in a seven-day period.  The provisions of the Fair Labor Standards Act would 
become applicable for any hours worked in excess of 40 hours in a seven-day period. 
 
 ARTICLE 4 - WORK SCHEDULE 
 
Section 4.01 – Work Week.  The official work week for General employees of the City 
shall be as follows: 
 
A. The work week shall consist of forty (40) hours worked within a seven-day period, 

beginning on the first day of each payroll period or as noted below for employees on a 
flexible work schedule. 

 
B. The City agrees to give employees seven (7) calendar days advance notice of a shift 

change whenever practicable. 
 
C. The City shall discuss with FVGEA any proposed changes in existing scheduled hours 

of work before such changes are put into effect.  Whenever practicable, the City shall 
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provide written notification of such proposed changes to FVGEA at least fourteen (14) 
calendar days before such changes are put into effect. 

 
Section 4.02 – City Hall 9/80 Flexible Work Schedule. The official work week for 
General City Hall employees on the flexible work schedule shall be as follows: 
 
A. Effective June 29, 2009, the synchronized flexible work schedule for General City Hall 

employees was instituted. 
 
B. The work week shall consist of forty (40) hours worked within a seven (7) day period, 

beginning at 11:00 a.m. on a Friday and end at 10:59 a.m. on the second Friday. 
 
C. The work schedule is: 
 

Work Days Work Hours 

Week 1 of the payroll period:  Monday through Thursday  7 a.m. to 5 p.m. 

Week 1 of the payroll period:  Friday  8 hour flex day off 

Week 2 of the payroll period:  Monday through Thursday  7 a.m. to 5 p.m. 

Week 2 of the payroll period:  Friday  7 a.m. to 4 p.m. 

 
The seven-day work period will begin at 11:00 a.m. on Friday and end at 10:59 a.m. the 
following Friday. 
 
Section 4.03 – Police Department and Non-City Hall 9/80 Flexible Work Schedule.  
The official work week for the Police employees on the 9/80 flexible work schedule shall be 
as follows: 
 
A. Effective July 18, 1989, the flexible work schedule for City Hall employees was 

instituted. 
 
B. The work week shall consist of forty (40) hours worked within a seven-day period, 

beginning at noon on a Friday and ending at noon on the second Friday or beginning at 
noon on a Monday and ending at noon on the second Monday, depending upon the 
schedule. 

 
C. The work schedule shall consist of four (4), nine (9) hour work days plus one (1) eight 

(8) hour day off in one (1) week and four (4), nine (9) hour work days and one (1), eight 
(8) hour day in the next week. 

 
For example: 

 
Week 1: The employee works Monday through Thursday nine (9) hours and eight 

(8) hours on Friday. 
 

Week 2: The employee works Monday through Thursday nine (9) hours and 
receives one (1), eight (8) hour day off on Friday. 
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For example: 
 

 
 

 
Monday 

 
Tuesday 

 
Wednesday 

 
Thursday 

 
Friday 

 
Week 1 

 
9 hours 

 
9 hours 

 
9 hours 

 
9 hours 

 
4 hours (before noon) 
Applies to week 1 
 

     4 hours  

(after noon) Applies to 
week 2 

 
Week 2 

 
9 hours 

 
9 hours 

 
9 hours 

 
9 hours 

 
8-hour day off 

 
Section 4.04 – Police Department 4/10 Flexible Work Schedule.  The official work week 
for Police Department employees on the 4/10 flexible work schedule shall be as follows: 

A. The work week shall consist of forty (40) hours worked in a seven-day period beginning 
at 12:01 a.m. on the first day of the payroll period (Saturday) and ending at midnight 
seven days thereafter. 

B. The work schedule shall consist of four (4), ten (10) hour work days (hereinafter 
referred to as a 4/10 schedule) in a seven (7) day period. 

C. General employees on a 4/10 schedule may be assigned to work a shift designated by 
the Police Department. 

 
Section 4.05 – Flexible Schedule Provisions. General employees on a flexible work 
schedule will be subject to the following provisions: 
 
A. The General employee on this flexible work schedule, if using sick leave or vacation, 

will be charged the actual number of hours scheduled for work that day. 
 

B. The General employee on this flexible work schedule will charge one (1) hour for 
employees on a 9/80 work schedule and two (2) hours for employees on a 4/10 work 
schedule to vacation time for any holiday falling on the regularly scheduled work day.  
Further, if the General employee's regularly scheduled day off falls on an observed 
holiday, the employee will take one additional day off during the same one week pay 
period and will not be eligible for additional holiday pay. 

 
C. The flexible work schedule is a management right and can be changed or altered at the 

discretion of the supervisor and work schedules may be adjusted to meet the needs of 
the department.  The flexible work schedule is granted if productivity and service to the 
public will not be decreased and there will be no adverse effects on the operation of 
City service to the Division/Department.  The flexible work schedule is subject to the 
provisions of Article 4. 
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ARTICLE 5 - PROBATIONARY PERIOD 
 

Section 5.01 – New Hires. All General employees hired shall serve a twelve (12) month 
probationary period.  Upon successful completion of the probationary period, the General 
employee may be recommended for permanent status subject to Division Manager or 
Department Director and City Manager approval. 
 
Section 5.02 – Promotions.  All General employees promoted to a classification within 
this unit shall serve a twelve (12) month probationary period.  Upon successful completion 
of the probationary period, the General employee may be recommended for permanent 
status subject to Division Manager or Department Director and City Manager approval. 
 
 ARTICLE 6 - COMPENSATION 
 
Section 6.01 – Compensation.  The schedule of base salary rates is contained in 
Exhibit 3.  The schedule of base salary rates reflects the following adjustment to base 
salaries for General Employees:  
 

Effective date of Salary Adjustment Percent Increase to Base Salary 

Payroll period ending August 28, 2015 2% 

Payroll period ending August 26, 2016 1% 

 
Section 6.02- Deferred Compensation Matching Contribution: For the term of this 
agreement dated August 16, 2015 through August 15, 2017, the City will make a $50 per 
month matching contribution into each employee’s deferred compensation account for 
each General employee who contributes $50 per month or more into the City’s deferred 
compensation plan. The matching contribution will begin with the payroll period ending 
August 28, 2015 and end with the payroll period ending August 25, 2017. There is no City 
contribution for those employees who choose not to make a monthly contribution of at least 
$50 towards his/her deferred compensation plan.  
 
Section 6.03 – Merit Plan.  All General employees shall be assigned to a salary range 
consisting of five steps.  The first step is the normal hiring rate, although General 
employees may be hired at a higher step within the range subject to approval of the City 
Manager.  The fifth step is the maximum base salary rate for the classification. 
 
Progression from one step to another within the approved salary range shall be as follows: 
 
A. At the time of employment, the General employee shall have a salary anniversary date 

established. The date shall be the first day of the pay period which is one year from the 
General employee's date of employment. 

 
B. Effective the first day of the pay period closest to one year from the date of 

employment, the General employee's Division Manager or Department Director shall 
certify in writing to the City Manager or his/her designated representative whether or not 
the General employee's performance has been satisfactory and, if so, the General 
employee shall receive a one-step increase, unless the General employee is already at 
the fifth step.  
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C. General employees’ shall be eligible for subsequent merit (step) increases annually on 
the first day of the pay period closest to their anniversary date, until they reach the fifth 
step. 

 
D. General employees shall receive merit increases based on their overall score on the 

General employee's annual performance evaluation.  Based on the 16 rating areas 
listed below, a General employee must receive at least 53 points to receive a one-step 
merit increase.  Points shall be awarded as follows: "Unsatisfactory," one point; "Below 
Average," two points; "Competent," three points; "Above Average," four points; and 
"Superior," five points.  

 
General employees who receive a total score of 67 points shall be eligible for a 
"Special" merit increase, as described below, in addition to the regular merit increase to 
which they are otherwise entitled. 
 
The 16 rating areas and total possible points in each area are as follows: 
 

Rating Maximum Points 

Observance of hours 3 

Appearance 3 

Compliance with Rules and Regulations 3 

Safety Practices 3 

Attendance  3 

Job Skill Level 5 

Public Contacts 5 

Cooperation/Attitude 5 

Rate of Learning 5 

Job Performance 5 

Effectiveness Under Stress 5 

Dependability 5 

Proposes Constructive Suggestions 5 

Self-Improvement 5 

Initiative 5 

Other  5 

 
If a General employee has not been approved for a merit (step) increase, he/she may 
be reconsidered for such merit (step) increase at any subsequent time. 
 
In such cases where a General employee demonstrates exceptional ability and 
proficiency in the performance of his/her duties, the General employee's Division 
Manager or Department Director may recommend to the City Manager a special merit 
(step) increase without regard to the length of service provisions contained in this 
article.  Merit (step) increases approved under this section shall not change the General 
employee's salary anniversary date. 
 
The granting of any leave of absence without pay in excess of thirty (30) calendar days 
shall result in a new salary anniversary date being established for the General 
employee for purposes of determining eligibility for merit (step) increases.  The new 
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anniversary date shall be based on the General employee's original date of hire, plus 
the number of calendar days of his/her leave in excess of thirty (30) calendar days. 

 
Section 6.04 – Salary on Promotion.  When a General employee is promoted from 
employment in one classification to employment in a different classification allocated to a 
higher salary range, he/she shall be advanced to the lowest step in such higher 
classification range which will provide not less than a one (1) step (5%) increase in 
compensation.  A new salary anniversary date shall be established, which shall be twelve 
(12)months from the effective date of the promotion. 
 
Section 6.05 – Salary on Reclassification.  Reclassification occurs when a General 
employee is assigned to a different classification from the one he/she is presently 
occupying, as a result of substantive changes in the duties of the position, requiring 
assignment to a more appropriate classification.  Reclassification may be to a higher or 
lower salary range, or may consist of job title changes only.  Upon reclassification, the City 
Manager, with the recommendation of the Division Manager or Department Director shall 
place the General employee at an appropriate rate and range. 
 
Section 6.06 – Compensation on Transfer.  General employees who are transferred 
from one Division/Department to another and whose transfer does not include a 
classification change, shall not have their salary rate and salary anniversary date changed. 
 
Section 6.07 – Changes in Class Salary Range.  If a classification is allocated to a 
different salary range, a General employee in a position in that classification shall be 
compensated at the same numbered step in the new range that he/she was receiving in 
the previous range and his/her salary anniversary date shall not change. 
 
Section 6.08 – Compensation for Provisional Appointments. Subject to the following 
limitations, a General employee who is required on the basis of a provisional appointment 
to serve in a class with a higher salary range than that of the classification in which he/she 
is normally assigned, shall receive the entrance salary step of the higher salary range or 
one rate higher (5%) than the rate he/she normally receives, whichever is greater: 
 
A. The written approval of the City Manager or his/her designee shall be required. 

 
B. The General employee shall perform all the duties and assume all the responsibilities of 

the higher class for a minimum of thirty (30) calendar days to be eligible for the higher 
compensation.  

 
C. Compensation for acting appointments shall be limited to the temporary filling of a 

vacant, regular position due to termination, promotion, or extended sick leave of the 
incumbent or the temporary filling of newly-budgeted positions. 

 
Section 6.09 – Salary on Demotion.  A regular, non-probationary General employee who 
is demoted shall have his/her salary step reduced to the nearest lower salary step of the 
classification to which he/she is demoted.  The General employee shall not be required to 
serve a probation period in the lower position.  The effective date of the demotion shall 
become the General employee’s new salary anniversary date and he/she shall earn 
eligibility for annual merit increases thereafter. 
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Section 6.10 – Overtime.  Subject to the approval of the Division Manager or Department 
Director, General employees may be authorized to work reasonable periods of overtime to 
meet operational needs of individual departments.  General employees who work overtime 
shall be compensated as follows: 
 
A. Overtime shall be paid at the rate of one-and-one-half times the General employee's 

hourly rate for all hours worked in excess of 40 hours in a seven-day work week. 
 
B. The overtime rate will be calculated according to Fair Labor Standards Act (FLSA) 

guidelines. 
 
C. For purposes of determining eligibility for overtime pay, absences (i.e., vacation, sick 

leave, etc.), whether compensated or uncompensated, shall not be counted as hours 
worked, except that paid holidays which fall on and are observed on a General 
employee's regularly scheduled work day shall be counted as hours worked for the 
purposes of determining eligibility for overtime pay within a particular work week. 

 
Section 6.11 -  Holiday Worked.  General employees on a flexible work schedule are 
supposed to take another day off if a holiday falls on the General employee’s regularly 
scheduled day off to ensure the General employee is paid 80 hours for that payroll period.  
However, for specified classifications in the Police Department, because it is a 24-hours-a-
day, seven-days-a-week operation, Police Records Clerks, Dispatchers, and Community 
Services Officers may work their regular schedule, even if a holiday falls on their regularly 
scheduled day off, and these specific General employees will be paid 88 hours (80 hours 
regular and 8 hours holiday pay).  
 
Section 6.12 - Holiday Call-In.  General employees who are called-in to duty on a holiday 
shall be compensated at one-and-one-half times their regular hourly rate for all hours 
worked during such a call-in.  However, the hours worked on the holiday pursuant to this 
section, shall not be counted as hours worked for the purposes of any other overtime 
compensation. 
 
Section 6.13 - Compensatory Time Off in Lieu of Overtime.  Subject to the approval of 
the General employee's supervisor and Division Manager or Department Director, a 
General employee may elect to take compensatory time off in lieu of receiving overtime 
pay for hours worked in excess of 40 in a work week. 
 
A. Compensatory time off may not be earned until a General employee has worked or 

been paid for holiday hours, the total number of hours which is more than 40 hours in a 
work week.  A General employee who requests and is approved for compensatory time 
off in lieu of overtime is entitled to one-and-one-half hours of compensatory time off for 
each hour for which he/she would otherwise be entitled to overtime pay. 

 
B. Subject to approval of their supervisor and Division Manager or Department Director, 

General employees may request to "bank" up to a maximum of 60 hours of 
compensatory time (representing 40 hours of overtime worked) in lieu of receiving 
overtime pay.  The use of banked compensatory time shall be subject to the approval of 
the Division Manager or Department Director.  Upon separation from employment with 
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the City, a General employee shall be paid at the regular rate of pay for any banked 
compensatory time which has not been used. 

 
Section 6.14 - Court Time.  General employees who are subpoenaed to appear in court to 
testify on City business on a regularly scheduled day off will be paid two hours of Court 
Standby Pay and for actual time spent in court if the General employee is called as a 
witness, provided that witness fees shall be remitted to the City.  Court appearances made 
by General employees on their regularly scheduled day off shall be considered hours 
worked and General employees shall be paid for the actual hours spent in court at either 
their regular rate of pay or at their overtime rate of pay, depending on whether or not they 
are eligible for overtime based on the number of hours worked within the work week.  
General employees who have been subpoenaed should always seek an arrangement with 
the subpoenaing attorney to be placed on an on-call status. 
 
(Revised 8/16/05) 
 
Section 6.15 - Shift Differential Pay.  The City shall pay Shift Differential Pay equal to 
0.40 cents per hour in addition to their regular hourly rate to those General employees 
assigned to a shift commencing after 3:00 p.m. and ending before 9:00 a.m. 
 
(Revised 2/16/89, 2/16/86) 
 
Section 6.16 – Remote Access.  Employees who have access to City e-mails (including 
texts or any other type of messaging) from any personal device and/or e-mail account 
while off-duty shall not perform any work or take action unless action on the e-mail is an 
operational necessity and overtime has been approved by the employee’s supervisor.  If 
the employee is answering for operational necessity, they must confirm with their 
supervisor to obtain overtime approval.  Employees shall accurately report any overtime 
worked. 
 
Section 6.17 – Bilingual Pay. Bilingual Pay is defined as compensation to employees who 
are routinely and consistently assigned to a position requiring communication skills in 
languages other than English.  This is designated by CCR 571 (a) as special assignment 
pay.  
 
An employee shall receive a Bilingual Premium of $35 per month if the following conditions 
are met:  
 

A. An employee is required to speak in Spanish, Vietnamese, or other eligible 
language as part of the regular duties of his/her position.  The Human Resources 
Director or his/her designee shall determine which languages will be eligible for 
bilingual pay based on the needs of the community.   
 

B. The employee must successfully pass a proficiency test to certify that they are 
proficient in speaking and/or writing in Spanish, Vietnamese or other eligible 
language.                                                                                                                                             
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C. The City will authorize up to ten (10) bilingual premium assignments at any one 
time.  The City reserves the right to modify the number of assignments based on the 
needs of the City.   

 
ARTICLE 7 - UNIFORMS AND UNIFORM ALLOWANCE 

 
Section 7.01 - Non-Sworn Police Personnel.  The City shall provide a uniform allowance 
in the following amounts per year for the following non-sworn Police classifications:  
Dispatcher, Lead Dispatcher, Community Services Officer, Records Clerk I, Records 
Clerk II, Lead Records Clerk - $300.00. 
 
(Revised 1/1/92, 1/1/91, 1/1/90, 1/1/89) 
 
A. The City retains the right to determine the type of uniform to be worn by non-sworn 

Police personnel. 
 
B. Non-sworn Police personnel hired on or before June 30 shall receive 100% of the 

above designated uniform allowance for that calendar year.  Non-sworn Police 
personnel hired after June 30 shall receive 50% of the above designated uniform 
allowance for that calendar year. 

 
Section 7.02 - Fire Prevention Personnel.   Fire Prevention Personnel shall be required 
to maintain (laundered and ready to wear) and wear uniforms as specified by the Fire 
Chief.  
 
In accordance with CalPERS amendment to Section 571, subsection (a) (5) in Title 2 of the 
California Code of Regulations, expanding the definition of uniform allowance to include 
the monetary value for the purchase of required clothing, including clothing made from 
specifically designed protective fabrics, but excluding items that are solely for personal 
health and safety such as protective vests and safety shoes.  The City will report the 
monetary value of uniform items noted below to CalPERS and the Internal Revenue 
Service as uniforms/special compensation.  The monetary value for the purchase of 
required clothing will be reported to CalPERS on a bi-weekly basis for the following:  
 

 One Workrite Nomex Shirt 

 One Workrite Nomex Pant 

 Uniform belt (estimated replacement every 3 years, the pro-rata share will be 
reported to CalPERS annually) 

 Jacket (estimated replacement every 5 years, the pro-rata share will be reported to 
CalPERS annually.  

 
The Fire Department will annually provide the cost of the uniforms to the Human 
Resources Department so the monetary value can be determined and reported to 
CalPERS and the Internal Revenue Service.  
 
The monetary value of uniforms will only be reported to CalPERS for those employees 
hired on or before December 31, 2012.  Uniform allowance for employees hired after 
January 1, 2013 and later in accordance with PEPRA provisions discussed in Article 7 may 
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not be reported to CalPERS as pensionable compensation.  PEPRA, amendments to 
PEPRA and CalPERS law will define those special pays which may be reportable as 
pensionable compensation.  
 
(Revised 2/16/95, 08/16/2015) 
 
Section 7.03 - Safety Shoes.  All employees who are required to wear safety shoes or 
boots shall receive an annual allowance of $130.00. 
 
(Revised 1/1/92, 1/1/91, 1/1/90, 1/1/89) 
 
Section 7.04 - Jackets.  Jackets are optional.  However, the style and color of the jacket 
shall be determined by the General employee's Division Manager or Department Director. 
 

ARTICLE 8 - RETIREMENT 
 
Section 8.01 – CalPERS Retirement System: Employees are members of the California 
Public Employees’ Retirement System (hereinafter referred to as CalPERS) and are 
subject to all applicable provisions of the City’s contract with CalPERS for the 
miscellaneous employees.   
 
Section 8.02 –Employees Hired August 15, 2010 and Earlier:  Employees hired as a 
full-time employee prior to August 15, 2010 will be covered under the 2.5% at 55 formula 
with the benefits specified below. 
  

Provision Government Code Section  

2.5% at 55 formula – effective October 8, 2005 21354.4 

One Year Final Compensation (Single Highest Year) 20042 

Service Credit for Unused Sick Leave 20965 

2% Cost-of-Living 21329 

Post Retirement Survivor Allowance 21624, 21626, & 21635 

Fourth Level of 1959 Survivor Benefit 21574 

Pre-Retirement Optional Settlement 2 Death Benefit 21548 

Public Service Credit for Periods of Layoff 21022 

Public Service for Peace Corps or America Corps:  
VISTA Service 

21023.5 

Military Service Credit as Public Service 21024 
 

Public Service Credit for Service Rendered to a Non-
Profit Corporation 

21026 

Military Service Credit for Retired Persons 21027 

Local System Service Credit included in Basic Death 
Benefit 

21536 

Cancellation of Payments for Service Credit Purchase 
upon Industrial Disability Retirement 

21037 

 
8% Employee Contribution.  Employees agree to share the cost of their retirement benefit 
on a pre-tax basis by paying the full 8% employee contribution.  It is the intent of the 
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parties to accommodate employees’ desire that said sums may be deducted on a pre-tax 
basis as deferred income for federal and state tax purposes.  The parties believe the 
contribution may be deducted on a pre-tax basis because the City has filed the CalPERS 
IRS Code section 414(h)(2) resolution. However, any income tax obligations or penalties 
arising from such tax treatment shall be the exclusive responsibility of the employee.  The 
City shall not be responsible for any adverse tax treatment for the employees. The City has 
made no representation regarding such tax treatment and employees shall seek such 
advice from their personal tax advisors regarding such matters. 
 
City Contribution.  The City agrees to pay the employer contribution to CalPERS. 
 
Section 8.03 –Employees Hired Beginning August 16, 2010 Through December 31, 
2012:   
Employees whose hire date as a full-time employee is August 16, 2010 through December 
31, 2012 will be covered under the 2% at 60 formula with the benefits specified below. 
 

Provision Government Code Section 

2% at 60 Formula 21353 

Three Highest Years Average Compensation 20037 

Pre-Retirement Optional Settlement 2 Death Benefit 21548 

Service Credit for Unused Sick Leave 20965 

2% Cost-of-Living 21329 

Fourth Level of 1959 Survivor Benefit 21574 

Public Service Credit for Periods of Layoff 21022 

Public Service for Peace Corps or America Corps: 
VISTA Service 

21023.5 

Military Service Credit as Public Service 21024 

Public Service Credit for Service Rendered to a Non-
Profit Corporation 

21026 

Military Service Credit for Retired Persons 21027 

Local System Service Credit included in Basic Death 
Benefit 

21536 

Cancellation of Payments for Service Credit Purchase 
upon Industrial Disability Retirement 

21037 

 
7% Employee Contribution.  Employees agree to share the cost of their retirement benefit 
on a pre-tax basis by paying the full 7% employee contribution.  It is the intent of the 
parties to accommodate employees’ desire that said sums may be deducted on a pre-tax 
basis as deferred income for federal and state tax purposes.  The parties believe the 
contribution may be deducted on a pre-tax because the City has filed the CalPERS IRS 
Code section 414(h)(2) resolution. However, any income tax obligations or penalties 
arising from such tax treatment shall be the exclusive responsibility of the employee.  The 
City shall not be responsible for any adverse tax treatment for the employees. The City has 
made no representation regarding such tax treatment and employees shall seek such 
advice from their personal tax advisors regarding such matters. 
 
City Contribution.  The City agrees to pay the employer contribution to CalPERS. 
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Section 8.04 California Employees’ Pension Reform Act of 2013:  Assembly Bill No. 
340 (2012) established the California Public Employees’ Pension Reform Act of 2013 
(hereinafter referred to as PEPRA).  The City is required to comply with the provisions of 
PEPRA.   
 
Section 8.05 New Members and New Employees Under PEPRA:   
 
New Members Defined by PEPRA.  New Members are defined by PEPRA as an employee 
who becomes a member of a public retirement system for the first time on or after January 
1, 2013 and: 
 
A. Was not a member of a public retirement system before January 1, 2013; or 

 
B. Was a member of a public retirement system before January 1, 2013 that is not subject 

to reciprocity with CalPERS; or 
 

C. Alternatively, anyone who was an active member of a retirement system, has a break in 
service of six (6) months or more, and returns to active membership in the same 
system with a new employer. 
 

New Employees Defined by PEPRA.  New Employees are defined by PEPRA as an 
individual hired on or after January 1, 2013 and: 
 
A. Never worked in the public sector before January 1, 2013; or 

 
B. Worked in the public sector before January 1, 2013, but worked for an employer with a 

retirement plan that did not have reciprocity with CalPERS. 
 
New Members and New Employees will be covered under the 2% at 62 formula with the 
benefits specified below. 
 

Provision Government Code Section 

2% at 62 7522.20 (a) 

Three Highest Years Average Compensation 7522,32 

 
Employee Contribution.  PEPRA (Government Code Section 7522.30) states “Equal 
sharing of normal costs between public employers and public employees shall be the 
standard.”  The standard shall be that employees pay at least 50% of normal costs and 
that employers not pay any of the required employee contribution. 
 
The “normal cost rate” shall mean the annual actuarially determined normal cost for the  
employer’s defined benefit plan expressed as a percentage of payroll. 
 
New Members and New Employees shall pay 50% of the normal cost adjusted annually in 
accordance with the CalPERS actuarial valuation for the City of Fountain Valley’s 2% at 62 
plan.  Any change to the New Member and New Employee contribution rate will become 
effective the first payroll period closest to July 1 of the appropriate year. 
 



General Employees’ Association                                     August 16, 2015 – August 15, 2017      

 

- 17 - 

Upon receipt of the annual actuarial valuation from CalPERS for the 2% at 62 plan, the 
Human Resources Department will forward a copy to the Association specifying the New 
Member and New Employee contribution rate for the upcoming period.  This process shall 
serve as the meet and confer process for any increase in the employee contribution rate.  
The Association may request to meet with the City if the New Member and New Employee 
contribution rate increases. 
 
City Contribution.  The City agrees to pay the employer contribution to CalPERS.   
 
Section 8.06 Classic/Legacy Employees Under the California Employees’ Pension 
Reform Act of 2013:  An individual hired on or after January 1, 2013 who was employed 
by any public employer before January 1, 2013 and who does not meet the definition of 
“New Member” or “New Employee” under the PEPRA will be designated as a 
Classic/Legacy Employee.  Classic/Legacy Employees are defined as those individuals 
who are: 
 
A. Working for an employer providing CalPERS retirement benefits who begins 

employment with the City of Fountain Valley without a break in service or a break in 
service of less than six (6) months; or 
 

B. Current member of a public retirement system or plan with reciprocity with CalPERS.  
 
Classic/Legacy members will be covered under the 2% at 60 formula with the benefits 
specified below. 
 

Provision Government Code Section 

2% at 60 Formula 21353 

Three Highest Years Average Compensation 20037 

Pre-Retirement Optional Settlement 2 Death Benefit 21548 

Service Credit for Unused Sick Leave 20965 

2% Cost-of-Living 21329 

Fourth Level of 1959 Survivor Benefit  21574 

Public Service Credit for Periods of Layoff 21022 

Public Service for Peace Corps or America Corps:  
VISTA Service 

21023.5 

Military Service Credit as Public Service 21024 

Public Service Credit for Service Rendered to a Non-Profit 
Corporation 

21026 

Military Service Credit for Retired Persons 21027 

Local System Service Credit included in Basic Death 
Benefit 

21536 

Cancellation of Payments for Service Credit Purchase 
upon Industrial Disability Retirement 

21037 

 
7% Employee Contribution.  Employees agree to share the cost of retirement contribution 
on a pre-tax basis by paying the full 7% employee contribution.  It is the intent of the 
parties to accommodate employees’ desire that said sums may be deducted on a pre-tax 
basis as deferred income for federal and state tax purposes.  The parties believe the 
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contribution is pre-taxable because the City has filed the CalPERS IRS Code section 
414(h)(2) resolution. However, any income tax obligations or penalties arising from such 
tax treatment shall be the exclusive responsibility of the employee.  In the event of any 
adverse tax treatment for the employees, the City shall not be responsible therefore and 
the City has made no representation regarding such tax treatment and employees shall 
seek such advice from their personal tax advisors regarding such matters. 
 
City Contribution.  The City agrees to pay the employer contribution to CalPERS. 
 
Section 8.07 – Compensation Reportable to CalPERS.   
 
Employees Hired on or Before December 31, 2012. 
For purposes of calculating retirement benefits, the City will report to the California Public 
Employees’ Retirement System all regular compensation and special compensation 
(uniform allowance). 
 
Employees Hired January 1, 2013 and Later.  For purposes of calculating retirement 
benefits, the City will report to the California Public Employees’ Retirement System all 
regular compensation.  In accordance with PEPRA, for employees hired beginning January 
1, 2013 and later, special compensation (uniform allowance) is not pensionable 
compensation.  PEPRA, amendments to PEPRA and CalPERS law will define those 
special pays which may be reportable as pensionable compensation. 
 
Section 8.08 - 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 General 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 9 – HEALTH AND OTHER INSURANCE FOR EMPLOYEES 
 
Section 9.01 – Group Medical and Dental Insurance for Employees Hired 
August 15, 2010 and Earlier.  The City contracts with the California Public Employees’ 
Retirement System’s Public Employees’ Medical and Hospital Care Act (PEMHCA) for 
medical insurance for City employees.  The payment of premiums towards group 
medical/dental/life insurance will be through the administration of a cafeteria plan.   
 
The City shall pay the CalPERS statutory minimum employer contribution specified in 
Section 22892 of the Public Employees’ Medical and Hospital Care Act.  In addition to the 
CalPERS statutory minimum employer contribution, the City shall make contributions to a 
flexible benefits plan as noted herein. 
 
Employees Defined.  
 
A. Tier 1 Employees (current employees) are defined as those individuals employed in a 

full-time position with the City of Fountain Valley beginning August 15, 2009 and earlier. 
 

B. Tier 2 Employees (current employees) are defined as those individuals employed in a 
full-time position with the City of Fountain Valley beginning August 16, 2009 through 
August 15, 2010.  
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Tier 1 and 2 Employees City Contribution.  The City contribution for full-time Tier 1 and 2 
employees is as follows: 
 

 
Flex Dollar Allowance 

Flex 
Dollars 

Longevity 
Health 

Stipend 

Total Flex 
Allowance 

Electing Employee Only coverage $525.00 $981.88 $1,506.88 

Electing Employee +1 Dependent coverage $1025.00 $481.88 $1,506.88 

Electing Employee + Family coverage $1,300.00 $206.88 $1,506.88 

 
The City contribution for full-time Tier 1 and 2 – 20 hour job share employees is as follows: 
 

 
Flex Dollar Allowance 

Flex 
Dollars 

Longevity 
Health 

Stipend 

Total Flex 
Allowance 

Electing Employee Only coverage $262.50 $490.94 $753.44 

Electing Employee +1 Dependent coverage $512.50 $240.94 $753.44 

Electing Employee + Family coverage $650.00 $103.44 $753.44 

 
The City contribution for full-time Tier 1 and 2 – 25 hour job share employees is as follows: 
 

 
Flex Dollar Allowance 

Flex 
Dollars 

Longevity 
Health 

Stipend 

Total Flex 
Allowance 

Electing Employee Only coverage $328.13 $613.67 $941.80 

Electing Employee +1 Dependent coverage $640.63 $301.17 $941.80 

Electing Employee + Family coverage $812.50 $129.30 $941.80 

 
The City contribution for full-time Tier 1 and 2 – 30 hour job share employees is as follows: 
 

 
Flex Dollar Allowance 

Flex 
Dollars 

Longevity 
Health 

Stipend 

Total Flex 
Allowance 

Electing Employee Only coverage $393.75 $736.41 $1130.16 

Electing Employee +1 Dependent coverage $768.75 $361.41 $1130.16 

Electing Employee + Family coverage $975.00 $155.16 $1130.16 

 
The amount identified as flex dollars is inclusive of the CalPERS statutory minimum.  For 
example, for 2015, employees electing Employee Only coverage shall receive $525.00 = 
$122.00 for the CalPERS statutory minimum and an additional $403.00 in flex dollars. 
 
General employees who elect not to be covered under the medical plan provided through 
the cafeteria plan shall receive the equivalent of the CalPERS statutory minimum as cash 
wages.  However, the employee will be required to pay for dental and life insurance 
premiums, both of which are mandatorily deducted out of the waiver of premium 
contribution (CalPERS statutory minimum). 
 
Separation then Return to City Service.  If an employee separates employment and later 
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returns to employment with the City of Fountain Valley, the date the employee returned to 
employment will become the employee’s new hire date and he/she will be considered a 
Tier 3 employee and only eligible for Tier 3 benefits. 
 
Section 9.02 – Group Medical and Dental Insurance for Employees Hired 
August 16, 2010 and Later.   
Tier 3 Employees (new hires) are defined as those individuals employed in a full-time 
position with the City of Fountain Valley beginning August 16, 2010 and later.   
 
Tier 3 City Contribution.  The City contribution for full-time Tier 3 employees is as follows:   
 

Flex Dollar Allowance Flex Dollars  

Electing Employee Only coverage $525.00 

Electing Employee +1 Dependent coverage $1,025.00 

Electing Employee + Family coverage $1,300.00 

 
The City contribution for full-time Tier 3  – 20 hour job share employees is as follows: 
 

Flex Dollar Allowance Flex Dollars  

Electing Employee Only coverage $262.50 

Electing Employee +1 Dependent coverage $512.50 

Electing Employee + Family coverage $650.00 

 
The City contribution for full-time Tier 3 – 30 hour job share employees is as follows: 
 

Flex Dollar Allowance Flex Dollars  

Electing Employee Only coverage $393.75 

Electing Employee +1 Dependent coverage $768.75 

Electing Employee + Family coverage $975.00 

 
Tier 3 employees do not qualify for the longevity health stipend.   
 
Section 9.03 – Cafeteria Plan.  The provisions of the Cafeteria Plan are described below. 
 
Benefits Provided Through the Cafeteria Plan.  Effective January 1, 2011, the insurance 
benefits provided for in this Article will be provided through the provision of a cafeteria plan 
adopted in accordance with the provisions of Internal Revenue Code §125: medical and 
dental.  These provisions will supersede the previous Memorandum of Understanding 
provisions.  
 
Effective January 1, 2011, each month the City will contribute to the cafeteria plan flex 
dollars for Tier 1, Tier 2 and Tier 3 employees as specified in Section 9.01 and 9.02.  In 
addition, the City will contribute a longevity health stipend for Tier 1 and 2 employees as 
specified in Section 9.01.  The City’s flex dollar contribution includes the CalPERS 
statutory minimum paid by the City. 
 
Prior to January 1, 2011, dependent dental premiums were fully employee paid.  However, 
due to the provisions of the cafeteria plan, dependent dental premiums are to be deducted 
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from the flex dollars for Tier 1, Tier 2 and Tier 3 employees.  Upon retirement, retirees are 
not covered by a cafeteria plan; therefore, dependent dental premiums will be fully retiree 
paid if coverage is elected.  Nothing in these provisions require City contributions towards 
dependent dental premiums. 
 
The Purchase of Optional Benefits Through the Cafeteria Plan.  The cafeteria plan offers 
General employees the opportunity to purchase optional AFLAC and vision insurance.  
Eligible employees may select from any of the medical insurance plans offered by 
CalPERS.  If CalPERS changes any of the medical insurance plans by either adding or 
deleting the plan options, employees will be limited to those plan options offered by 
CalPERS. 
 
General employees may also elect any of the optional AFLAC insurance options the City 
offers to employees at the employee’s sole cost. 
 
General employees may designate flex dollars available after deductions for premiums for 
elected benefit options, towards the employee’s deferred compensation plan.  Using 
cafeteria plan flex dollars towards deferred compensation contributions is binding for the 
entire calendar year and subject to Medicare taxes.  
 
Dental and life insurance are not optional benefits and such premiums will be deducted 
from each employee’s cafeteria plan flex dollars or waiver of premium contribution. 
 
Employee Contributions for Benefit Options.  If a General employee chooses optional 
benefits whose aggregate cost exceeds the total flex dollar City contribution to the cafeteria 
plan, the City will automatically deduct the excess amount on a pre-tax basis, if applicable, 
from the employee’s bi-weekly pay. 
 
The Receipt of Cash Through the Cafeteria Plan.  General employees will be eligible to 
receive cash (subject to taxation as wages) through the cafeteria plan if they either opt out 
of receiving medical insurance or if they choose optional benefits that do not cost as much 
as the flex dollars provided by the City towards the cafeteria plan.  Any such employee 
shall be eligible to receive in cash the difference between the City’s monthly cafeteria plan 
flex dollar contribution and the total of the premiums selected if medical coverage is 
elected.  If medical is declined, the employee will receive in cash the CalPERS statutory 
minimum minus the required dental and life insurance premiums. 
 
In order to opt out of the City’s medical coverage, employees will be required to maintain 
and provide proof of group health plan coverage through an alternative source and the 
alternative group health plan coverage must meet the Affordable Care Act’s requirements 
regarding affordability and minimum value. 
 
Section 9.04 – Term Life Insurance.    The amount of term life insurance for each 
General employee shall be equivalent to the employee’s annual salary, rounded upward to 
the nearest thousand dollar increment, with a maximum policy amount of $30,000 per 
employee. 
 
Section 9.05 – Long-Term Disability.  The City shall maintain and pay the full premium 
for a long-term disability insurance policy for all General employees.  The purpose of long-
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term disability insurance is to ensure that General employees will have a source of income 
if they are disabled from performing their regular duties for a period longer than sixty (60) 
calendar days. 
 
Eligibility.  A General employee's eligibility for long-term disability benefits depends on 
whether the General employee's disability is industrial or non-industrial in nature.  If the 
disability is industrially related, the General employee's eligibility for long-term disability 
benefits begins on the sixty-first (61st) calendar day of continuous absence from work.  If 
the General employee's disability is not industrially related, the General employee's 
eligibility begins either on the sixty-first (61st) calendar day of the General employee's 
absence from work, or upon expiration of the General employee's sick leave, whichever 
period is longer. 
 
Benefits.  A General employee who is eligible to receive long-term disability benefits will 
receive 66-2/3% of the General employee's monthly salary as of the date the General 
employee's disability began less any deductible benefits up to a maximum monthly benefit 
of $5,000 as provided for in the long-term disability policy. 
 
A General employee who is receiving long-term disability benefits is considered to be in an 
off-payroll status and will not accrue benefits during the time that he/she is in such status. 
 
In addition, General employees who are in an off-payroll status while receiving long-term 
disability benefits are responsible for maintaining group health and life insurance coverage 
and for paying the premiums therefore. 
 
The City reserves the right to self-insure any or all long-term disability benefits, provided 
that there shall be no change to existing eligibility requirements or coverage unless 
mutually agreed to in writing by both the City and FVGEA. 
 
Section 9.06 – Flexible Spending Accounts.  The City shall provide a voluntary Flexible 
Spending Plan (Section 125 Plan under the Internal Revenue Code) to General 
employees.  Enrollment in the plan allows employees to pay for out-of-pocket Health Care 
and Dependent Care costs with pre-tax dollars.   
 

Year Maximum Annual Deduction for 
Health Care 

Maximum Annual Deduction for 
Dependent Care 

2015 $2,550 $5,000 

 
At enrollment and annually thereafter, participants must designate the Flexible Spending 
Account election amount for the remainder of the year for new hires and for the next year 
for current employees.  The annual amount is deducted from the employee’s paycheck in 
equal installments, on a pre-tax basis, and credited to the employee’s Flexible Spending 
Account.  Reimbursement will be paid directly by a third party administrator. 
 
Federal law prohibits any change in a Flexible Spending Account during the calendar year 
unless the employee or his/her dependent(s) have a qualifying “life event.”  A qualifying 
“life event” is marriage, divorce or legal separation, birth or adoption of a dependent, death 
of a dependent, or a change in the employee or employee’s spouse’s employment status.  
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The change in the Flexible Spending Account must be due to and consistent with the “life 
event” which permits the change. 
 
An annual open enrollment period will be provided for the upcoming year’s program.  
General employees must affirmatively enroll in the Flexible Spending Account for each 
year.  There is no automatic renewal. 
 
When estimating annual expenses, General employees are cautioned to only consider 
those expenses he/she is reasonably certain he/she will incur.  Any amount left in a 
General employee’s Flexible Spending Account at the end of the year is forfeited. 
 
Deductions for Flexible Spending Accounts shall not reduce earnable compensation for 
purposes of calculating benefits or contributions for the California Public Employees’ 
Retirement System. 
 
The City maintains the right to select and change, if needed, the vendor to administer the 
Flexible Spending Account program. 
 
Section 9.07 – Voluntary Vision Program.  Effective January 1, 2016, the City will offer a 
voluntary vision care plan as one of the health programs offered under the City’s cafeteria 
plan. 
  
The City intends to offer the vision program through Vision Service Plan (VSP).  The City 
reserves the right to change vision insurance providers if necessary and if so, will provide 
similar benefits with the new provider.  Enrollment in the vision program is voluntary with 
premiums paid by the employee. 
 

ARTICLE 10 – MEDICAL/DENTAL INSURANCE FOR RETIREES 
 
The City shall provide group medical/dental insurance to General employees who retire 
from the City meeting the criteria and subject to the conditions and limitations noted below.  
The City contracts with the California Public Employees’ Retirement System’s Public 
Employees’ Medical and Hospital Care Act (PEMHCA) for medical insurance for City 
employees and retirees.  Benefits are grouped in tiers based upon hire date and years of 
continuous City service. 
 
Section 10.01 - Retired Employee Definition.  A General employee is a retired employee 
when he/she: 
 
A. Has reached 50 years in age or greater;  
 
B. Has been employed for at least five years;  
 
C. Is a vested member of CalPERS;  
 
D. Retires with a service retirement after October 1, 1980.  
 
Section 10.02 – Disability Retired Employee Definition.  A “disability retired employee” 
shall refer to an employee who: 
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A. Has received a disability retirement from CalPERS, 
 
B. Whose injury or illness constitutes a total disability as defined by CalPERS. 
 
Section 10.03 – Coverage Eligibility Criteria. 
 
A. Retired employees and disability retired employees must retire directly from active duty 

and maintain continuous coverage both prior to and subsequent to their retirement. 
 
B. Any lapse in coverage for the retiree or his/her dependents will result in a permanent 

loss of City contributions towards such retiree’s medical and dental premiums or 
dependent medical premiums in excess of the CalPERS statutory minimum employer 
contribution. 

 
C. Retirees, surviving spouses, or surviving dependents will be responsible for paying for 

dependent dental premiums in order to continue coverage.  The City will not make any 
contribution towards dependent dental premiums. 
 

Section 10.04 – Eligible Qualified Dependent Coverage Limitation.  For Tier 1 and 
Tier 2 employees retiring beginning August 16, 2011 and later, City contributions towards 
medical premiums in excess of the CalPERS statutory minimum employer contribution are 
limited to the eligible retiree and those dependent(s) covered on the employee’s plan for a 
minimum of two full years (24 months) prior to the General employee’s retirement date.  
Such dependent will be classified as qualified dependent.   
 
Dependent Children.  City contributions for dependent children will end the month during 
which the dependent child turns age 23.  The dependent child may continue on the plan 
until age 26, in accordance with plan provisions; however, the City will not pay any 
contributions toward the dependent child’s medical or dental premiums past age 23.  The 
following examples illustrate the impact to the City contribution when a dependent child 
turns age 23: 
 
A. If the retiree covers 1) himself/herself and 2) a dependent child, the month during which 

the dependent child reaches age 23, the City ceases contributions for the dependent 
child and pays only single coverage for the retiree. 

 
B. If the retiree covers 1) himself/herself, 2) a spouse and 3) a dependent child, the month 

during which the dependent child reaches age 23, the City ceases contributions for the 
dependent child and pays two-party coverage for the retiree and spouse. 

 
C. If the retiree covers 1) himself/herself, 2) a spouse and 3) more than one (1) dependent 

child, the City will continue to pay family coverage for the retiree, spouse and 
dependent child under age 23.  Effective during the month during which the youngest 
child reaches age 23, the City ceases contributions for the dependent child(ren) and 
pays two-party coverage for the retiree and spouse. 

 
Effective during the period between September 1, 2011 and December 31, 2011, General 
employees may add qualified dependents to their medical/dental insurance coverage in 
accordance with plan provisions.  This one-time enrollment period will allow employees to 
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add dependents onto the employee’s medical/dental plan to ensure dependents are 
covered on the plan prior to retirement. 
 
Premiums for additional covered dependents or dependents added on at a later date in 
accordance with plan provisions will be paid entirely by the retiree and will be classified as 
non-qualified dependents.  Dependent dental premiums will be paid entirely by the retiree.  
Failure to pay premiums for non-qualified dependents will result in loss of coverage. 
 
Section 10.5 – Tier 1 and 2 Employee City Contributions.   
 
A. Tier 1 Employees (current employees) are defined as those individuals employed in a 

full-time position with the City of Fountain Valley beginning August 15, 2009 and earlier. 
 

B. Tier 2 Employees (current employees) are defined as those individuals employed in a 
full-time position with the City of Fountain Valley beginning August 16, 2009 through 
August 15, 2010.  

 
The City contribution is specified below based upon the Tier 1 and 2 employee’s eligibility 
tier.  The payment of premiums for retirees in excess of the CalPERS statutory minimum 
will be through the administration of an Integral Part Trust or retiree trust for Tier 1 and 2 
employees only.  The retiree is responsible for paying for all Medicare premiums.    
 
A. If a retiree chooses benefits whose aggregate premium cost exceeds the total City 

contribution, the retiree will be responsible for paying the excess premiums.   
 
B. If retired August 15, 2011 and earlier, City contributions for retiree dental premiums will 

continue until the retiree’s death. 
 

C. If retired August 16, 2011 and later, City contributions and dental coverage will cease 
upon the retiree or dependent’s eligibility for Medicare at age 65.  This provision applies 
to employees hired beginning February 16, 1986 and later.  The retiree may continue 
coverage under COBRA for 18 months but will be required to pay the full premium plus 
the 2% administrative fee.  Failure to pay premiums will result in loss of coverage. 
 

D. Employees hired February 15, 1986 and earlier who retire beginning August 16, 2011 
and later will continue in accordance with the retiree health provisions specified in 
FVGEA– Tier 1B and FVGEA – Tier 1F Disability Retirement. 

 
E. If a retiree covers dependents on the dental plan, the retiree will pay the full premiums 

for dependent coverage.  The dependent dental premium will be deducted from the City 
contribution to the retiree trust.  If the retiree, surviving spouse, or surviving dependent 
is not receiving any contribution to the retiree trust, such individual will be billed directly 
for such premiums.  Coverage will be cancelled if payment for premiums is not received 
in accordance with established timelines. 

 
F. The retiree is responsible for paying for all Medicare premiums.  
 
Section 10.06 – Tier 3 City Contributions.  Tier 3 employees (new hires) are defined as 
those individuals employed in a full-time position with the City of Fountain Valley beginning 
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August 16, 2010 and later.  New hires are not eligible for City contributions in excess of the 
CalPERS statutory minimum employer contribution specified in Section 22892 of the Public 
Employees’ Medical and Hospital Care Act for each retiree.   The retiree is responsible for 
paying for all Medicare premiums.  Dental coverage will end at retirement.  However, 
dental coverage eligibility will be extended through COBRA continuation of coverage for a 
maximum of 18 months.  If dental coverage is elected, the retiree will pay the full premium 
plus the 2% administrative fee.  Failure to pay premiums will result in loss of coverage. 
 
Section 10.07 – Separation then Return to City Service.  If an employee separates 
employment and later returns to employment with the City of Fountain Valley, the date the 
employee returned to employment will become the hire date for the employee and will be 
considered a new hire and only eligible for new hire benefits.   
 
Section 10.08 – Limitations. 
 
A. There is no cash back provision if the premiums for the medical and dental plans for 

qualified dependents is less than the difference between the CalPERS statutory 
minimum and the medical premium for the plan selected for the retiree and eligible 
qualified dependent(s) and retiree only dental premium up to the maximum the City 
contributes for General employees for Tier 1 employees.  

 
B. Retirees are not eligible for life or vision insurance coverage through the City.  
 
Section 10.09 – Retiree Medical/Dental Tiers.  The following is a synopsis of each Tier: 

 

Tier Hire Date Years of Continuous City Service 

FVGEA – Tier 1-A N/A 5 years but less than 10 years 

FVGEA – Tier 1-B 2/15/86 and earlier 10 or more years 

FVGEA – Tier 1-C 2/16/86-2/15/94  10 or more years 

FVGEA – Tier 1-D 2/16/94-8/15/09 5 years but less than 15 years 

FVGEA – Tier 1-E 2/16/94-8/15/09 15 or more years 

FVGEA – Tier 1-F 
(Disability Retirement) 

2/15/86 and earlier N/A 

FVGEA – Tier 1-G 
(Disability Retirement) 

2/16/86 and later N/A 

FVGEA – Tier 2-A 8/16/09-8/15/10 N/A 

FVGEA – Tier 3-A 8/16/10 and later N/A 

 
The eligibility criteria, City contribution, eligible qualified dependent coverage limitation, 
coverage at age 65+ and eligible qualified dependent for each tier is  described in Exhibit 
4.  

ARTICLE 11 - LEAVES 
 
Section 11.01 – Holidays.  General employees shall be entitled to 11 paid holidays per 
calendar year except as otherwise provided for in this Memorandum of Understanding.  
The City requires all General employees to work the regularly scheduled work day before a 
holiday and the first regularly scheduled work day after a holiday in order for the General 
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employee to be paid for the holiday, unless the General employee is on authorized leave 
time. The 11 paid holidays to which General employees are entitled shall be as follows: 
 

New Year's Day 
Washington's Birthday 
Lincoln's Birthday 
Memorial Day 
Independence Day 
Labor Day 
Veterans' Day 
Thanksgiving and the day after Thanksgiving 
Christmas 
"Floating Holiday" 

 
The exact date upon which each of the above holidays will be observed and during which 
City Hall will be closed shall be set by Administrative Regulation each year. 
 
Floating Holiday.  The "floating holiday" may be taken at any time during the year, subject 
to the approval of the General employee's Division Manager or Department Director.  The 
“floating holiday” must be used during the calendar year and may not be carried over from 
one year to the next.  General employees who separate from employment may not be 
compensated for any unused holiday. 
 
Holiday Closure.  City Hall will close during the week between Christmas and New Years of 
each year.  The City’s observed holidays which fall on a regularly scheduled Friday flex 
day, including July 4, 2009, will be deferred and taken during the holiday closure. The 
employee will charge the appropriate number of hours to accrued vacation and/or 
compensatory leave to supplement each 8-hour holiday to equal the scheduled number of 
hours to be worked on the specified day.  If there are not sufficient holidays to cover the 
entire period, the employee will be required to use accrued vacation and/or compensatory 
leave to cover their time during the closure. 
  
Section 11.02 – Vacation Accrual.  General employees who work a forty (40) hour work 
week shall accrue vacation time at the following rates: 
 

Years of Service Annual Hours Hours Per Payroll Period 

1 80 3.08 

2-4 120 4.62 

5-7 130 5.00 

8-9 140 5.38 

10-12 150 5.77 

13-14 160 6.15 

15-17 170 6.54 

18-19 180 6.92 

20+ 192 7.38 
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Hard Cap Accrual Beginning January 2, 2016 
Beginning January 2, 2016, every General employee’s vacation will be subject to a hard 
cap accrual.  Specifically, once the General employee’s vacation accrual reaches the 
maximum of 240 hours, he/she will not accrue vacation hours so long as his/her accrual is 
at the cap.  Once the accrual falls below the hard cap, the employee will again accrue 
vacation time.   Employees are not entitled to any vacation hours not received because 
their accrual was impacted by the hard cap. 
 

 Due to current staffing challenges, an exception to the hard cap will be made for 
Police Dispatchers.  The hard cap will be enforced when the staffing challenges are 
resolved.  

 
General employees shall not be eligible to take vacation time until they have successfully 
completed six (6) months of continuous service with the City. 
 
Section 11.03 - Annual Vacation Payoff.  At the end of each calendar year, General 
employees shall have the option of receiving a cash payment for accrued vacation up to a 
maximum of eighty (80) hours if the following criteria are met: 
 
A. A minimum of eighty (80) hours of vacation have been used during the calendar year.  

Vacation may be utilized in any increment as approved by his/her supervisor as long as 
a minimum of eighty (80) hours have been used. 

 
B. A minimum accrual of twenty (20) hours of vacation remains after payoff. 
 
If the aforementioned criteria have been met, General employees may request a cash 
payment of eighty (80) hours maximum to be included in the paycheck to be issued the 
beginning of the second payroll period in December. 
 
Section 11.04 – Sick Leave Accrual Rate.  Sick leave shall accrue according to regular 
work schedule.  General employees working a 5/8 or 9/80 flexible work schedule shall 
accrue sick leave at the rate of 3.69 hours per bi-weekly pay period (one (1), eight (8) hour 
day per month) and General employees working a 4/10 schedule shall accrue sick leave at 
the rate of 4.62 hours per bi-weekly pay period (one (1), ten (10) hour day per month).  
Upon separation from service with the City, all accrued sick leave shall be converted to the 
eight (8) hour accrual rate.  
 
In accordance with California Labor Code section 245 et seq., should a General employee 
separate from employment with the City of Fountain Valley, and then return to City 
employment within one (1) year from the date of separation, the employee’s accrued, 
unused sick leave hours at the time of separation after any sick leave payoff if any, shall be 
reinstated upon re-hire.  
 
Section 11.05 - Sick Leave Usage.  The first three (3) days of work hours equivalent (e.g. 
30 hours for employees on a 4/10 work schedule) of paid sick leave taken each 12 month 
period will be considered sick leave used pursuant to the Healthy Workplaces, Healthy 
Families Act of 2014 (California Labor Code sections 245-249).  The 12 month period is 
July through June 30 for employees hired prior to July 1, 2015.  For employees hired on or 
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after July 1, 2015, the 12 month period is the 12 month period beginning on the employee’s 
hire date, until the following July 1, at which point the employee’s 12 month period will 
change to July 1 – June 30. 

 
A. Employee’s Sick Leave.  Employees can use sick leave for themselves for preventative 

care (such as physical exams) or care of an existing health condition. 
 

B. Family Sick Leave.  Employees can use up to a maximum of one-half of one year’s 
annual accrued sick leave (e.g. 48 hours for employees on a 9/80 schedule or 60 hours 
for employees on a 4/10 work schedule) per year for family sick leave.  Family sick 
leave may be used for the diagnosis, care or treatment of an existing health condition 
of, or preventative care for family members.  In this section, the term “family members” 
means any of the following: 
 

A child (biological, adopted, foster child, step child, legal ward or a child to whom the 
employee stands in loco parentis) regardless of age or dependency status. 

A biological, adoptive, or foster parent, step parent or legal guardian of an employee or 
the employee’s spouse or registered domestic partner or a person who stood in loco 
parentis when the employee was a minor child. 

A spouse. 

A registered domestic partner. 

A grandparent. 

A grandchild. 

A sibling. 

Individuals who live in the same household or whose relationship to the employee is that 
of a dependent or near-dependent. 

 
Sick leave usage for family illness is separate from Family Care and Medical Leave, the 
provisions of which are included in Administrative Regulation No. 1050; however, sick 
leave usage for family illness may run concurrently with Family Care and Medical 
Leave. 
 

C. Other Sick Leave.  Employees can use the first three (3) days of sick leave for specified 
purposes if they are victims of domestic violence, sexual assault or stalking as set forth 
in California Labor Code section 230(f) and 230.1(a). 
 
After an employee has used three (3) sick leave days (or work hours equivalent) in a 12 
month period, the use of sick leave shall be subject to the approval of the Division 
Manager or Department Director who may request a physician's statement or other 
documentation substantiating the illness at any time and may require a release to duty 
before allowing a General employee to return to duty.  General employees will be 
required to use accrued sick leave prior to requesting a leave of absence without pay. 

 
Section 11.06 - Sick Leave Payoff.  Upon completion of ten (10) years of continuous 
service with the City, General employees who separate from the City due to retirement or 
the death of the employee shall be paid for unused sick leave according to the following 
schedule: 
 



General Employees’ Association                                     August 16, 2015 – August 15, 2017      

 

- 30 - 

Usage Payoff 

1% to 25% 75% not to exceed $10,000 

26% to 50% 50% not to exceed $10,000 

51% to 75% 25% not to exceed $10,000 

In excess of 75% No Payoff 

 
General employees who resign shall be paid for unused sick leave according to the 
following schedule: 
 

Usage Payoff 

1% to 25% 75% not to exceed $6,000 

26% to 50% 50% not to exceed $6,000 

51% to 75% 25% not to exceed $6,000 

In excess of 75% No Payoff 

 
General employees terminated for cause are ineligible for any payoff of unused sick leave. 
 
A retiring General employee may, however, elect to forego his/her sick leave payoff so all 
his/her sick leave accrual at the time of retirement is credited toward CalPERS service 
credit as specified in Section 11.08. A General employee electing to forego his/her sick 
leave payoff must submit a written election to the Human Resources Department prior to 
retirement. 
 
Section 11.07 - Retirement Credit for Unused Sick Leave.  Pursuant to Government 
Code Section 20862.8 and the City's contract with CalPERS, General employees who 
retire from the City may receive service credit towards their retirement for all accrued, 
unused sick leave for which they do not receive compensation.  This provision shall apply 
to General employees whose effective date of retirement is within four months of 
separation from employment with the City. 
 
Section 11.08 – Bereavement.  General employees shall be entitled to a maximum of 
three (3) working days absence with pay as Bereavement Leave when they are compelled 
to be absent from duty by reason of death of an immediate family member, or in the event 
of critical illness where death appears to be imminent. 
 
For purposes of bereavement leave, "immediate family member" refers to spouse, child, 
step-child, grandchild, brother, sister, parent, step-parents, mother-in-law, father-in-law, 
grandparents, or legal guardian. 
 
Section 11.09 - Industrial Injury Leave.  General employees who sustain injuries or 
illnesses arising out of their employment or in the course of their employment shall be 
entitled to a maximum of 90 calendar days of industrial injury leave at full salary and 
benefits, in lieu of temporary disability benefits.  General employees who are absent from 
work for longer than 90 calendar days due to industrial illness or injury will receive those 
benefits provided for in the Workers’ Compensation Law, as well as, any long-term 
disability benefits to which they may be entitled.  General employees will also be permitted, 
after exhaustion of the 90 days industrial injury leave, to use accrued sick leave to 
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supplement their workers’ compensation benefits for a maximum of 60 calendar days.  In 
no case, will a General employee be permitted to receive more than their regular pay. 
 

ARTICLE 12- TUITION REIMBURSEMENT PROGRAM 
 

The City will set aside $10,000 each fiscal year for tuition reimbursement for employees of 
the Fountain Valley General Employees Association.  Funds will be distributed on a first 
come, first served basis.  However, to ensure all employees have an opportunity to receive 
reimbursement, the Human Resources Director may approve a reimbursement request for 
a first time requester prior to another requester who has previously received 
reimbursement and submitted their request prior to the first time requester. 
 
Employees shall be encouraged to further their academic education and training in those 
areas of benefit to the employee and to the City.   
 
Reimbursable Coursework: 
Reimbursable courses must be coursework taken towards obtaining a Bachelor’s or 
Master’s Degree and related to: 
  

1. The employee’s current occupation;  
2. A City classification to which the employee may reasonably expect promotion; or 
3. Required for the completion of the pre-approved job-related major. 

 
Coursework must be completed at an accredited college or university in order to be eligible 
for reimbursement.  Accredited colleges or universities are those accredited by Western 
Association of Schools and Colleges (WASC, www.wascsenior.org), Council for Higher 
Education Accreditation (CHEA, www.chea.org), or pre-approved by the Human 
Resources Manager or his/her designee.  
 

Completing coursework on-line or studying for such courses may not be completed on City 
time.  No coursework beyond those for a Master’s Degree or any law school coursework is 
eligible for reimbursement.  Courses that duplicate previously taken courses are not 
eligible for reimbursement. 
 
Provisions for Tuition Reimbursement: 
Full-time employees who have completed and passed their probationary period will be 
eligible for reimbursement of tuition by the City for courses subject to the following 
conditions:  
 

1. Human Resources Director approval of the “Tuition Reimbursement Program 
Application” form to be eligible for reimbursement.   
 

2. The employee has achieved a letter grade of “C” or higher for undergraduate 
courses and “B” or higher for graduate courses.  In cases where no letter grade is 
given, a certificate of completion or written proof that the college course work was 
completed in a satisfactory manner.  
 

3. The maximum reimbursement amount shall be $1,500 per employee per year.  
Reimbursement will be paid upon receipt by the Human Resources Department of 

http://www.wascsenior.org/
http://www.chea.org/directories
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proof of successful completion of the course(s) and proof that payment of fees has 
been made.  
 

4. The City has set up procedures that allow for expedient reimbursement for classes 
taken and fees paid. Employees may request reimbursement within 60 calendar 
days of receipt of the college or university issuing grades for the course. Failure to 
request reimbursement within the timeline prescribed and/or classes taken in 
excess of the allowable reimbursement level cannot be carried over to a future year 
reimbursement period.  

 
An employee who registers for a class and pays for the appropriate fees without prior 
Human Resources Director approval of the “Tuition Reimbursement Program Application” 
form or does not meet the timeline as specified herein, is not eligible for any 
reimbursement from the City. 
 
Reimbursement Process and Timeline for Completion: 
Employees shall submit a request for Tuition Reimbursement form to the Human 
Resources Director a minimum of thirty (30) work days prior to the scheduled program start 
date and obtain written approval from the Human Resources Director before the employee 
is eligible for reimbursement.  Any coursework not related to the following will be denied:   
 

1. Coursework not applicable towards obtaining a Bachelor’s or Master’s Degree; 
2. The employee’s current occupation;  
3. A City classification to which the employee may reasonably expect promotion; or 
4. Required for the completion of the pre-approved job-related major. 

 
Upon completion of the approved program, a completed “Tuition Reimbursement Form” 
must be submitted to the Human Resources Director within 60 calendar days of receipt of 
the college or university issuing grades for the course with the following attachments: 
 

1. A bona fide certification of fees paid and grade achieved (must be a “C” or higher for 
undergraduate courses and “B” or higher for graduate courses) from the attendant 
institution.  In cases where no letter grade is given, a certificate of completion or 
written proof that the college course work was completed in a satisfactory manner.   
 

2. Receipt for eligible expenses the employee is seeking reimbursement. 
 
Failure to submit the required documentation within the established timeline will disqualify 
the employee from receiving tuition reimbursement for the course. 
 
If the employee receives tuition payments or other subsidies from other sources, the City 
will contribute the difference between the amount the employee is receiving from other 
sources and the eligible costs up to the maximum City tuition reimbursement.  In no case 
may the employee receive full reimbursement for the same coursework from the City and 
other sources. 
 
Funds received from any outside sources for the same purpose, such as a scholarship, 
grant or Veteran’s Educational Benefits must be applied toward the tuition/fees before the 
City’s tuition reimbursement plan shall apply.  
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The education/tuition reimbursement may be a taxable benefit depending upon the 
provisions of the Internal Revenue Code.  The individual employee will be responsible for 
any tax liability.  The education/tuition reimbursement is not subject to CalPERS 
contributions and may not be used in the calculation of the regular rate for overtime 
purposes. 
 
 ARTICLE 13 - ILLEGAL/CONTROLLED SUBSTANCE SCREENING 
 
FVGEA acknowledges the City's right to at its discretion include illegal/controlled 
substance screening as part of the pre-employment physical examination for General 
employees hired subsequent to the effective date of this agreement. 
 
"Illegal/Controlled Substance" is defined as a drug, substance, or immediate precursor 
which is included in Schedules I through V, inclusive of the "California Uniform Controlled 
Substances Act" (Health and Safety Code Sections 11054-11057), as well as opiates, 
narcotic drugs, and marijuana, as defined in Health and Safety Code Sections 
11018-11020. 
 
A program for reasonable and post-accident drug and alcohol testing has been agreed to 
in concept.  The parties shall meet and confer on the construction of the specific policy 
language, along similar lines as a plan recently adopted by the City of El Segundo or a 
comparable policy as negotiated and will be added as an exhibit to this MOU. 
 
 ARTICLE 14 - GRIEVANCE PROCEDURE 
 
General.  The following grievance procedure is for the purpose of affording General 
employees a means of obtaining appropriate consideration by supervisory and 
management personnel of problems within their power to resolve. 
 
Scope of Grievance Procedure.  A grievance may be initiated by any General employee 
who believes that the application of a policy, practice, rule, or procedure has been incorrect 
or inappropriate, and has adversely affected his or her employment. 
 
A. The following subjects are excluded from the scope of the grievance procedure: 
 

1. Matters which have other means of appeal within the City, including disciplinary 
actions. 

 
2. Matters which are within the exclusive jurisdiction of another agency and for which a 

means of appeal is provided. 
 
3. Matters pertaining to clarification of any of the provisions of this Memorandum of 

Understanding are within the scope of the grievance procedure (see Interpretation 
of MOU section below). 

 
4. Classification content. 
 
5. Performance evaluations.  (See Performance Evaluations section below) 
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Form.  All grievances must be submitted in writing and must contain the following 
information: 
 
A. General employee's name, title, department, and division. 
 
B. The name of the individual or organization, if any, representing the General employee 

in the grievance procedure. 
 
C. The date the grievance is being submitted. 
 
D. The nature of the grievance, including a statement of the specific rules, regulations, 

policies, procedures, ordinances, or resolutions, if any, which are alleged to have been 
violated, the date the alleged violation occurred, and the specific decision or action 
which constituted the alleged violation. 

 
E. The facts and/or circumstances which gave rise to the grievance.  
 
F. Any available support documentation or other material which is to be considered in 

conjunction with the grievance. 
 
G. A statement of the remedy which the General employee is seeking. 
 
Informal Discussion.  If a General employee has a problem relating to a work situation, the 
General employee is encouraged to request a meeting with his/her immediate supervisor 
to discuss the problem in an effort to clarify the issue and to work cooperatively towards 
settlement. 
 
Formal Grievance Procedure.  
 
A. Step 1 
 

1. A General employee shall submit a grievance to his/her immediate supervisor within 
fifteen (15) calendar days of the occurrence giving rise to the grievance, or within 
fifteen (15) calendar days of the date that the employee became aware of the 
occurrence giving rise to the grievance.  Grievances submitted pursuant to this 
section shall include a statement of efforts that have been undertaken to resolve the 
grievance informally. 

 
2. Upon receipt of a formal grievance, the General employee's supervisor shall make 

an initial determination as to whether or not he/she has the authority to resolve the 
grievance.  If so, the supervisor shall proceed as outlined in Step 1 - No. 3.  If the 
supervisor determines that it is not within his/her authority to resolve the grievance, 
the grievance shall be forwarded to the appropriate individual within the chain-of-
command for consideration and the General employee shall be so notified.  

 
3. Within fifteen (15) calendar days after receipt of a formal grievance, the supervisor 

to whom the grievance is directed shall meet with the General employee and/or his 
or her designated representative.  Within fifteen (15) calendar days after meeting 
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with the General employee, the supervisor shall forward his or her decision in writing 
to the General employee. 

 
 Step 2 
 

1. A formal grievance that has not been satisfactorily resolved at the supervisory level 
may be submitted to the General employee's Division Manager or Department 
Director within fifteen (15) calendar days after receipt of the decision rendered by 
the appropriate supervisor. 
 

2. Within fifteen (15) calendar days after receiving the grievance, the Division Manager 
or Department Director shall schedule a meeting with the General employee and/or 
his/her designated representative.  Within fifteen (15) calendar days after meeting 
with the General employee, the Division Manager or Department Director shall notify 
the General employee in writing of his/her decision. 

 
Appeal to City Manager. 
 
A. Grievances which are not satisfactorily resolved under Step 2 and which meet the 

conditions set forth below, may be submitted to the City Manager within fifteen calendar 
days after receipt of the written decision from Step 2. 

 
B. Grievances which meet one or more of the following conditions may be submitted to the 

City Manager: 
 

1. The grievant alleges an abuse of discretion on the part of the Division Manager or 
Department Director during the grievance process. 

 
2. The remedy sought is not within the authority of the Division Manager or 

Department Director to approve or implement. 
 
C. Grievances submitted to the City Manager shall be accompanied by the following 

information: 
 

1. Copies of the written decisions at Steps 1 and 2. 
 
2. Information indicating how or in what manner the Division Manager or Department 

Director abused his or her discretion, if an abuse of discretion is alleged. 
 
D. Within fifteen (15) calendar days after receipt of the grievance, the City Manager shall 

schedule a meeting with the General employee and/or his/her designated 
representative.  The date, time, and location of the meeting shall be acceptable to both 
parties and shall be scheduled so as to accommodate those individuals whose 
presence may be required at the meeting. 

 
E. The City Manager may conduct such activities as are necessary and appropriate to 

properly resolve the employee's grievance. 
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F. The City Manager shall submit a written response to the General employee within 
fifteen (15) calendar days after meeting with the General employee, or within fifteen 
(15) calendar days after completing his/her investigation. 

 
Extension or Waiver of Time Limits.  Any of the time limits contained in this grievance 
procedure may be extended or waived upon mutual agreement of the City and the 
employee or his/her representative. 
 
Conduct of Grievance Procedure. 
 
A. A General employee may be represented by a person of his/her choosing at any step of 

the grievance procedure. 
 
B. General employees shall be assured freedom from reprisal for utilizing the grievance 

procedure. 
 
C. Proceedings held pursuant to this grievance procedure shall not be evidentiary 

hearings.  This limitation shall not preclude the grievant from presenting witnesses or 
other evidentiary matter as part of the proceedings. 

 
Performance Evaluations. With respect to performance evaluations being excluded from 
the grievance process, any performance evaluation in which the General employee 
disagrees with all or part of the evaluation and provides written support, will be forwarded 
to the City Manager with all documentation by the Human Resources office when the 
evaluation is received.  The City Manager may then take whatever action is deemed 
appropriate, if any. 
 
Appeals of Testing and Selection Procedures. 
 
A. A General employee who wishes to appeal a testing or selection procedure, or the 

results thereof, shall present his/her appeal to the immediate supervisor, who shall 
forward the appeal through the chain-of-command to the City Manager/Personnel 
Officer or his/her designated representative.  Appeals of testing or selection procedures 
may not be filed until the testing and selection process is completed, and shall be filed 
within fifteen (15) calendar days after the certification of the eligible list.  All persons 
who participated in the testing and selection process shall be notified of the date on 
which the eligible list is certified. 

 
B. Upon receiving an appeal of a testing or selection procedure, or the results thereof, the 

City Manager shall investigate, or cause to be investigated, all relevant facts regarding 
the appeal and shall make a determination which shall be final.  Such an appeal shall 
not require a hearing. 

 
C. A General employee can only appeal a selection/testing procedure if the result would 

place him/her on the eligible list, or change his/her position on this list.  An individual 
appealing a testing/selection procedure must have been an applicant, or would have 
been but for the procedure being appealed. 
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D. If the City Manager makes a determination sustaining the appeal, and such 
determination results in the invalidation of all or part of the testing and selection 
procedure, a new recruitment shall be initiated. 

 
Interpretation of MOU.  Questions regarding the interpretation and/or application of any of 
the provisions of this Memorandum of Understanding shall be formally raised only by the 
parties to the MOU, subject to the following conditions: 
 
A. The party raising the question of interpretation/application of the MOU shall notify the 

other party of the nature of the question within ten (10) working days after the matter is 
brought to their attention.  

 
B. Both parties shall attempt to resolve the dispute at the supervisory or departmental 

level, if appropriate.  If it is not possible to resolve the matter at the supervisory or 
departmental level, both parties shall submit a statement of the facts concerning the 
matter to the City Manager for his/her findings and determination.  The decision of the 
City Manager shall be final. 

 
 ARTICLE 15 - APPEALS OF DISCIPLINARY ACTIONS 
 
General Provisions.  
 
A. Any permanent General employee shall have the right to appeal any disciplinary action 

imposed on him/her, subject to the conditions contained in this section.  
 
B. For purposes of this section, "Disciplinary Actions" refer to the following:  oral 

reprimand, written reprimand, suspension (with or without pay), demotion or reduction 
in pay, termination, or forfeiture of pay.  

 
C. Oral reprimands not memorialized may not be appealed.  However, any oral reprimand 

that is confirmed in writing may be appealed but only to the next level within the chain-
of-command. 

 
D. At all times, prior to and during the imposition and appeal of a disciplinary action, the 

City shall take whatever steps necessary to ensure compliance with procedural due 
process requirements.  Pre-disciplinary efforts will include at a minimum and where 
appropriate and required by case law, notice to the General employee of the intent to 
take disciplinary action, a description of the action, a statement of reasons on which the 
action is based, copies of material on which the notice is based, the opportunity to be 
heard prior to the rendering of a decision, and a statement of the right to appeal. 

 
Appeal Procedures.  
 
A. Disciplinary action imposed against a General employee may be appealed for any of 

the following reasons: 
 

1. A disagreement or dispute over the facts giving rise to the imposition of disciplinary 
action. 
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2. Abuse of discretion by the supervisor imposing discipline, or by a reviewing 
authority.  Abuse of discretion includes, but is not limited to:  exceeding or acting 
without authority, denying a General employee procedural due process, or imposing 
discipline that is not warranted in either type or degree by the offense. 
 

B. Appeal of a disciplinary action must be filed with the Division Manager or Department 
Director within fifteen (15) calendar days of the date the disciplinary action was 
imposed. 

 
C. Appeal of a disciplinary action must be in writing, and must include, as a minimum, the 

following: 
 

1. If the General employee is alleging a disagreement over facts, a statement 
regarding what facts, if any, are in dispute. If there is no dispute over the facts, the 
appeal should so state. 

 
2. If the General employee is alleging abuse of discretion by the supervisor who 

imposed disciplinary action on him/her, a statement setting forth the manner in 
which the supervisor imposing the disciplinary action abused his/her discretion.  
Specifically, the statement must show that the supervisor has exceeded or acted 
without authority; that the General employee was denied procedural due process; or 
that the disciplinary action imposed was not warranted by the facts of the situation. 

 
3. The remedy being sought by the General employee. 

 
D. Upon receiving an appeal of a disciplinary action, the Division Manager or Department 

Director shall first determine whether or not the appeal complies with Appeals 
Procedures B and C.1, 2, and 3.  If not, the appeal shall be denied on the basis of one 
or more of the following: 

 
1. The appeal was not filed in a timely manner, pursuant to Appeals Procedure B. 
 
2. The appeal does not allege a dispute over the facts, or abuse of discretion, or is 

otherwise incomplete. 
 
E. If the appeal complies with Appeals Procedures C.1, 2 and 3, the Division Manager or 

Department Director shall take the necessary steps to determine the merits of the 
appeal.  Included in such steps will be the opportunity for the General employee and 
his/her designated representative to meet with the Division Manager or Department 
Director, and to review any additional evidence which supports the disciplinary action. 

 
F. Within five (5) working days after completing his/her investigation of appeal, the 

Division Manager or Department Director shall notify the employee in writing of his/her 
decision, and the reasons therefor. 
 

Appeal to the City Manager. 
 
A. The decision of the Division Manager or Department Director may be appealed to the 

City Manager within fifteen (15) days after the Division Manager’s or Department 
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Director's decision is rendered.  Upon receiving such an appeal, the City Manager shall 
proceed in the same manner as outlined in Appeals Procedures D. 

 
B. If the disciplinary action imposed involves a significant property right, a General 

employee shall be assured the right to a formal hearing, unless such right is specifically 
waived by the General employee.  If the disciplinary action does not involve a 
significant property right, the City Manager may conduct a formal or informal hearing, or 
no hearing. 

 
C. Within fifteen (15) calendar days after completing the investigation of the appeal, the 

City Manager shall notify the General employee in writing of his/her decision and the 
reasons therefor.  The decision of the City Manager shall be final, except as provided in 
Section 2.52.200 of the Fountain Valley Municipal Code. 

 
ARTICLE 16 – CONTRACTING OUT REOPENER 

 
The City and the FVGEA agree to re-open the Memorandum of Understanding to discuss 
contracting out services performed by employees if the City determines it is appropriate to 
pursue this course of action. 
 

ARTICLE 17 – FURLOUGH REOPENER 
 
The City and the Association agree to re-open the Memorandum of Understanding to 
discuss furloughs if the City experiences substantial revenue loss or expenses that are 
unexpected and unrecoverable. 
 
 ARTICLE 18 - FVGEA AND EMPLOYEE RIGHTS 
 
Employee Rights.  The City shall not hinder or discipline a General employee for exercising 
any rights or benefits provided in the Memorandum of Understanding. 
 
Payroll Deduction. 
 
A. Membership dues of certified FVGEA members in this Unit and insurance premiums for 

such FVGEA sponsored insurance programs shall be deducted by the City from the pay 
warrants of such members.  The City agrees that once per fiscal year it shall, upon 
written request of FVGEA, change the amount of the FVGEA deduction for the 
purposes of any changes in FVGEA dues, provided that each employee affected by 
such request has provided the Human Resources Department with written pre-
authorization to increase said General employees' FVGEA dues deduction.  The City 
shall promptly transmit the dues and insurance premiums so deducted to FVGEA. 

 
B. FVGEA shall notify the City, in writing, as to the amount of dues uniformly required of all 

members of FVGEA and also the amount of insurance premiums required of 
employees who choose to participate in such programs. 

 
Employee Information Listing.  Upon request, the City shall provide FVGEA with a listing of 
all current employees in this Unit.  Such file shall include employee name, job 
classification, and department. 
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Use of Bulletin Boards.  Space shall be made available to FVGEA on departmental bulletin 
boards within the Representation Unit, provided such use does not interfere with the needs 
of the department and material posted is not derogatory to the City, City employees or 
other employee organizations.  Notice shall be dated and signed by the authorized 
representatives of FVGEA responsible for its issuance. 
 
Use of City Facilities.  FVGEA may, with the approval of the City, hold meetings of their 
members on City property, provided request is made to the City as to the specific location 
and dates of the meeting prior to such meeting. 
 
 ARTICLE 19 - MANAGEMENT RIGHTS 
 
Except as otherwise specifically provided in this MOU, the City has and retains the sole 
and exclusive rights and functions of management, including, but not limited to, the 
following: 
 
A. To determine the merits, necessity, nature or extent of services to be performed, as 

well as, the right to determine and implement its public function and responsibility, and 
the mission of its constituent departments, commissions and boards; and to determine 
budgets and appropriations of funds and to set municipal fees and charges. 

 
B. To manage all facilities and operations of the City, including the methods, means and 

personnel by which the City's operations are to be conducted. 
 
C. To schedule working hours, allot and assign work. 
 
D. To establish, modify, or change work schedules or standards. 
 
E. To direct the working forces, including the right to hire, promote, demote, or transfer 

any employee. 
 
F. To determine the location of all plants and facilities. 
 
G. To determine the layout and the machinery, equipment, or materials to be used. 
 
H. To determine processes, techniques, methods and means of all operations, including 

changes or adjustments of any machinery or equipment. 
 
I. To determine the size and composition of the working force. 
 
J. To determine the policy and procedure affecting the selection or training of new 

employees. 
 
K. To establish, assess and implement employee performance standards, including, but 

not limited to, quality and quantity standards; the assessment of employee 
performances; and the procedures for said assessment. 

 
L. To control and determine the use and location of City's property, material, machinery, 

and equipment. 
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M. To schedule the operation of and to determine the number and duration of shifts. 
 
N. To determine measures to promote safety and to protect health and property. 
 
O. To transfer work from one job to another or from one plant or Unit to another. 
 
P. To introduce new, improved, or different methods of operations, or to change existing 

methods. 
 
Q. To relieve employees from duty for lack of work or for other reasons deemed legitimate 

by management. 
 
R. To reprimand, suspend, discharge or otherwise discipline employees for cause.  The 

judgment of management shall govern except for an abuse of discretion. 
 
S. To establish and determine job classifications. 
 
T. To contract or subcontract construction, services, maintenance, distribution or any other 

work with outside public or private entities. 
 
U. To take such other and further action as may be necessary to organize and operate the 

City in the most efficient and economical manner for the best interest of the public it 
serves. 

 
 ARTICLE 20 - NON-DISCRIMINATION 
 
Neither the City nor the FVGEA shall discriminate against any employee because of race, 
color, gender, age, national origin, political or religious affiliations, or physical or mental 
handicap, except as provided for by applicable law. 
 
The City and FVGEA shall reopen any provision of this agreement for the purpose of 
complying with any final order of any federal or state agency or court of competent 
jurisdiction regarding a modification or change in any provision of this agreement in 
compliance with federal or state anti-discrimination laws. 
 
 ARTICLE 21 - GENERAL PROVISIONS 
 
Maintenance of Benefits.  City and FVGEA agree that wages, benefits and other terms and 
conditions of employment shall not be reduced during the term of this agreement except as 
provided for herein. 
 
Severability.  In the event that any provision of this Memorandum of Understanding is 
declared by a court of competent jurisdiction to be illegal or unenforceable, or is rendered 
void by virtue of statutory or legislative enactment, that provision of the Memorandum of 
Understanding shall be null and void, but such nullification shall not affect any other 
provision of this Memorandum of Understanding, which other provisions shall remain in full 
force and effect. 
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Integration, Modification and Ratification.  This memorandum sets forth the entire 
agreement of the parties with respect to improvements or changes in the wages, hours, 
benefits and other terms and conditions of employment for the employees represented by 
FVGEA for the term of this agreement.  This memorandum may be modified or amended 
only by written agreement between the parties hereto.  This memorandum shall be of no 
force and effect unless or until duly adopted, ratified and approved by the City Council of 
the City of Fountain Valley, or in the alternative, the substantive provisions hereof are 
adopted by resolution of the City Council. 
 
Term.  The term of this Memorandum of Understanding shall be for a period of two years, 
beginning August 16, 2015 and ending midnight August 15, 2017. 
 

IN WITNESS WHEREOF, the parties hereto executed this Memorandum of 
Understanding on __________________________, 2015. 

 
ATTEST:      CITY OF FOUNTAIN VALLEY 
 

                                                                              
By: _____________________________ By: _______________________________ 
      City Clerk Administrator            Bob Hall, City Manager 
 
 
       By: _______________________________ 
APPROVED AS TO FORM         Jean Hirai, Human Resources Director 
 
LIEBERT CASSIDY WHITMORE 

By: _______________________________ 
      Amanda DeForest, Human Resources 

Analyst 
By: _____________________________                                                           
      Connie Almond 
            By: _______________________________ 
             David Cain, Finance Director 
 
FOUNTAIN VALLEY GENERAL  
EMPLOYEES’ ASSOCIATION 
 
By:        
     David Faraone 
 
 
By:        
     Stacy DeLong 
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EXHIBIT 1 
 
 LAYOFF POLICY AND PROCEDURE 
 
Rule XI of the City of Fountain Valley’s Personnel Rules and Regulations “Layoff Policy 
and Procedure” is hereby incorporated in the MOU for ease of reference. 
 
The City and Association agree to add the following clarification language regarding 
bumping rights: 
 

“SECTION 1105.  Seniority/Bumping Procedure:  In order to retreat to a former or lower 
class, an employee must have more seniority than at least one of the incumbents in the 
retreat class and request displacement action in writing to the Human Resources 
Director within five (5) working days of receipt of notice of layoff. 

 
Employees retreating to a lower or similar class shall be placed at the salary step 
representing the least loss of pay.  In no case, shall the salary be increased above that 
received in the class from which the employee was laid off. 
 
Employees retreating to a lower or similar class shall serve a probationary period in the 
new class unless they have previously successfully completed a probationary period in 
the class or a class in the class series.” 
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EXHIBIT 2 
 

AGENCY SHOP 
 
Legislative Authority.  The City of Fountain Valley (hereinafter referred to as “City”) and the 
Fountain Valley General Employees’ Association (hereinafter referred to as “Association”) 
met and conferred in good faith implementing SB 739 (Government Code Section 3500 et 
seq.) to establish an agency shop agreement.  This agreement requires that all bargaining 
unit employees elect one of the following three options: 
 
1. Elect to join the Association and pay Association dues; or 

 
2. Pay a service fee to the Association; or 

 
3. Execute a written declaration claiming a religious exemption from this requirement. 

 
Association Dues/Fee Collection.  Employees will be provided with an authorization notice 
advising them that Agency Shop for the Association has been enacted pursuant to state 
law and an agreement exists with the Association, and all employees subject to the 
Agreement must either join the Association, pay a service fee to the Association or execute 
a written declaration claiming a religious exemption from this requirement.  Such notice 
shall include a form for the employee’s signature authorizing a payroll deduction of 
association dues, a service fee or a charitable contribution equal to the service fee.  Said 
employees shall have fourteen (14) calendar days from the date they receive the form to 
fully execute it and return it to the City Human Resources Department. 
 
If the form is not completed properly or returned within fourteen (14) calendar days, the 
City shall commence and continue a payroll deduction of service fees from the regular bi-
weekly paychecks of such employee.  The effective date of association dues, service fee, 
or charitable contribution shall begin no later than the beginning of the first payroll period 
commencing fourteen (14) calendar days after receipt of the authorization form by the 
employee. 
 
The employee’s earnings must be sufficient after the other legal and required deductions 
are made to cover the amount of the dues or fees authorized.  When an employee is in a 
non-payroll status for an entire payroll period, no withholding will be made to cover the pay 
period from future earnings.  In the case of an employee in a non-payroll status only during 
part of the payroll period, whose salary is not sufficient to cover the full withholding, no 
deduction shall be made. 
 
Religious Exemption.  An employee who is a member of a bona fide religion, body or sect 
that has historically held conscientious objections to joining or financially supporting public 
employee organizations shall not be required to join or financially support any public 
employee organization as a condition of employment.  The employee may be required, in 
lieu of periodic dues, initiation fees or agency shop fees, to pay sums equal to the dues, 
initiation fees or agency shop fees to a non-religious, non-labor charitable fund exempt 
from taxation under Section 501(c) (3) of the Internal Revenue Code, chosen by the 
employee from a list of at least three of these funds, designated below.  Proof of the 
payments shall be made on a monthly basis to the City as a condition of continued 
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exemption from the requirement of financial support to the Association. 
 
The following three (3) non-labor charitable fund options for employees who have been 
approved for a religious exemption are: 
 
1. American Cancer Society 

 
2. American Red Cross 

 
3. Salvation Army 

 
Declarations of or applications for religious exemption and any other supporting 
documentation shall be forwarded to the Association within fourteen (14) calendar days of 
receipt by the City.  The Association shall have fourteen (14) calendar days after receipt of 
a request for religious exemption to challenge any exemption granted by the City.  If 
challenged, the deduction to the charity of the employee’s choice shall commence but shall 
be held in escrow pending resolution of the challenge.  Charitable contributions shall be 
made by regular payroll deductions only. 
 
Records.  The Association shall keep an adequate itemized record of its financial 
transactions and shall make available annually, to the City, and to the employees who are 
members of the organization, within sixty (60) days after the end of its fiscal year, a 
detailed, written financial report thereof in the form of a balance sheet and an operating 
statement, certified as to the accuracy by its president and treasurer or corresponding 
principal officer, or by a certified public accountant.  An employee organization required to 
file finance reports under the Labor-Management Disclosure Act of 1959 covering 
employees governed by this chapter, or required to file financial reports under Section 
3546.5, may satisfy the financial reporting requirement of this section by providing the City 
with a copy of the financial reports. 
 
Indemnification.  The Association shall indemnity, defend and hold the City harmless 
against any liability arising from any claims, demands, or other action relating to the City’s 
compliance with the agency fee obligation including claims relating to the Association’s use 
of monies collected under these provisions. 
 
Rescission.  The agency shop provision in this Memorandum of Understanding may be 
rescinded by a majority vote of all the employees in the unit covered by the Memorandum 
of Understanding provided that: 
 
1. A request for such a vote is supported by a petition containing the signatures of at least 

thirty (30) percent of the employees in the Unit; 
 

2. The vote is by secret ballot; 
 

3. The vote may be taken at any time during the term of the Memorandum of 
Understanding, but in no event shall there be more than one (1) rescission vote taken 
during that term.  Notwithstanding the above, the City and the Association may 
negotiate and by mutual agreement provide for, an alternative procedure or procedures 
regarding a vote on an agency shop agreement. 
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4. If a “rescission vote” is approved by unit members during the term of a current 
Memorandum of Understanding, the Association agrees not to petition for or seek 
Agency Shop status for the duration of the current Memorandum of Understanding. 
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EXHIBIT 3 

CITY OF FOUNTAIN VALLEY 
ESTABLISHED SALARY RANGES FOR  CLASSIFICATIONS  

REPRESENTED BY THE FOUNTAIN VALLEY GENERAL EMPLOYEES ASSOCIATION 

EFFECTIVE: August 15, 2015 

 
CLASSIFICATION STEP 1 STEP 2 STEP 3 STEP 4 STEP 5 

Accountant  $5,497.31 $5,772.18 $6,060.79 $6,363.83 $6,682.02 

Bi-Weekly $2,537.22 $2,664.08 $2,797.29 $2,937.15 $3,084.01 

Hourly Rate $31.715 $33.301 $34.966 $36.714 $38.550 

Class Code G02           

Accounting Technician I $3,692.29 $3,876.90 $4,070.75 $4,274.29 $4,488.00 

Bi-Weekly $1,704.13 $1,789.34 $1,878.81 $1,972.75 $2,071.38 

Hourly Rate $21.302 $22.367 $23.485 $24.659 $25.892 

Class Code G03           

Accounting Technician II $3,876.90 $4,070.75 $4,274.29 $4,488.00 $4,712.40 

Bi-Weekly $1,789.34 $1,878.81 $1,972.75 $2,071.38 $2,174.95 

Hourly Rate $22.367 $23.485 $24.659 $25.892 $27.187 

Class Code G04           

Administrative Assistant $4,155.50 $4,363.28 $4,581.44 $4,810.51 $5,051.04 

Bi-Weekly $1,917.92 $2,013.82 $2,114.51 $2,220.24 $2,331.25 

Hourly Rate $23.974 $25.173 $26.431 $27.753 $29.141 

Class Code G79      

Administrative Specialist $2,882.50 $3,026.63 $3,177.96 $3,336.86 $3,503.70 

Bi-Weekly $1,330.39 $1,396.91 $1,466.75 $1,540.09 $1,617.09 

Hourly Rate $16.630 $17.461 $18.334 $19.251 $20.214 

Class Code G77           

Assistant Engineer $5,892.56 $6,187.18 $6,496.54 $6,821.37 $7,162.44 

Bi-Weekly $2,719.64 $2,855.62 $2,998.41 $3,148.33 $3,305.74 

Hourly Rate $33.996 $35.695 $37.480 $39.354 $41.322 

Class Code G73           

Assistant Planner $4,964.45 $5,212.67 $5,473.31 $5,746.97 $6,034.32 

Bi-Weekly $2,291.28 $2,405.85 $2,526.14 $2,652.45 $2,785.07 

Hourly Rate $28.641 $30.073 $31.577 $33.156 $34.813 

Class Code G55           
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Code Enforcement Officer $4,745.43 $4,982.70 $5,231.84 $5,493.43 $5,768.10 

Bi-Weekly $2,190.20 $2,299.71 $2,414.69 $2,535.43 $2,662.20 

Hourly Rate $27.377 $28.746 $30.184 $31.693 $33.278 

Class Code G49           

Community Services 

Officer $3,876.06 $4,069.87 $4,273.36 $4,487.03 $4,711.38 

Bi-Weekly $1,788.95 $1,878.40 $1,972.32 $2,070.94 $2,174.48 

Hourly Rate $22.362 $23.480 $24.654 $25.887 $27.181 

Class Code G12           

Crime Scene Investigator 

Supervisor  $5,847.24 $6,139.60 $6,446.59 $6,768.91 $7,107.36 

Bi-Weekly $2,698.73 $2,833.66 $2,975.35 $3,124.11 $3,280.32 

Hourly Rate $33.734 $35.421 $37.192 $39.051 $41.004 

Class Code G13           

Customer Service Rep - 

Business License  $3,876.90 $4,070.75 $4,274.29 $4,488.00 $4,712.40 

Bi-Weekly $1,789.34 $1,878.81 $1,972.75 $2,071.38 $2,174.95 

Hourly Rate $22.367 $23.485 $24.659 $25.892 $27.187 

Class Code G69           

Customer Service Rep - 

Utility Billing  $3,876.90 $4,070.75 $4,274.29 $4,488.00 $4,712.40 

Bi-Weekly $1,789.34 $1,878.81 $1,972.75 $2,071.38 $2,174.95 

Hourly Rate $22.367 $23.485 $24.659 $25.892 $27.187 

Class Code G70           

Deputy City Clerk $4,944.31 $5,191.53 $5,451.10 $5,723.66 $6,009.84 

Bi-Weekly $2,281.99 $2,396.09 $2,515.89 $2,641.69 $2,773.77 

Hourly Rate $28.525 $29.951 $31.449 $33.021 $34.672 

Class Code G17           

Dispatcher  $4,516.34 $4,742.16 $4,979.27 $5,228.23 $5,489.64 

Bi-Weekly $2,084.46 $2,188.69 $2,298.12 $2,413.03 $2,533.68 

Hourly Rate $26.056 $27.359 $28.727 $30.163 $31.671 

Class Code G24           

Division Secretary  $3,865.15 $4,058.41 $4,261.33 $4,474.40 $4,698.12 

Bi-Weekly $1,783.92 $1,873.11 $1,966.77 $2,065.11 $2,168.36 

Hourly Rate $22.299 $23.414 $24.585 $25.814 $27.105 

Class Code G16           

Engineering Technician I $4,179.84 $4,388.83 $4,608.27 $4,838.69 $5,080.62 

Bi-Weekly $1,929.16 $2,025.61 $2,126.89 $2,233.24 $2,344.90 

Hourly Rate $24.114 $25.320 $26.586 $27.915 $29.311 

Class Code G30           
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Engineering Technician II $4,644.73 $4,876.97 $5,120.82 $5,376.86 $5,645.70 

Bi-Weekly $2,143.72 $2,250.91 $2,363.45 $2,481.63 $2,605.71 

Hourly Rate $26.797 $28.136 $29.543 $31.020 $32.571 

Class Code G29           

Engineering Technician III $5,155.78 $5,413.57 $5,684.24 $5,968.46 $6,266.88 

Bi-Weekly $2,379.59 $2,498.57 $2,623.50 $2,754.67 $2,892.41 

Hourly Rate $29.745 $31.232 $32.794 $34.433 $36.155 

Class Code G31           

Executive Assistant to the 

City Manager $4,990.46 $5,239.99 $5,501.99 $5,777.09 $6,065.94 

Bi-Weekly $2,303.29 $2,418.46 $2,539.38 $2,666.35 $2,799.66 

Hourly Rate $28.791 $30.231 $31.742 $33.329 $34.996 

Class Code G01      

Fire Prevention Specialist  $5,467.10 $5,740.46 $6,027.48 $6,328.86 $6,645.30 

Bi-Weekly $2,523.28 $2,649.44 $2,781.92 $2,921.01 $3,067.06 

Hourly Rate $31.541 $33.118 $34.774 $36.513 $38.338 

Class Code G50           

Fire Prevention Analyst  $5,740.67 $6,027.70 $6,329.09 $6,645.54 $6,977.82 

Bi-Weekly $2,649.54 $2,782.02 $2,921.12 $3,067.17 $3,220.53 

Hourly Rate $33.119 $34.775 $36.514 $38.340 $40.257 

Class Code G72           

Housing Analyst $5,436.90 $5,708.74 $5,994.18 $6,293.89 $6,608.58 

Bi-Weekly $2,509.34 $2,634.80 $2,766.54 $2,904.87 $3,050.11 

Hourly Rate $31.367 $32.935 $34.582 $36.311 $38.126 

Class Code G52           

Identification Technician $4,791.58 $5,031.16 $5,282.72 $5,546.86 $5,824.20 

Bi-Weekly $2,211.50 $2,322.08 $2,438.18 $2,560.09 $2,688.09 

Hourly Rate $27.644 $29.026 $30.477 $32.001 $33.601 

Class Code G10           

Information Systems 

Technician  $4,637.18 $4,869.04 $5,112.49 $5,368.11 $5,636.52 

Bi-Weekly $2,140.24 $2,247.25 $2,359.61 $2,477.59 $2,601.47 

Hourly Rate $26.753 $28.091 $29.495 $30.970 $32.518 

Class Code G57           

Lead Dispatcher $4,742.07 $4,979.18 $5,228.14 $5,489.54 $5,764.02 

Bi-Weekly $2,188.65 $2,298.08 $2,412.99 $2,533.64 $2,660.32 

Hourly Rate $27.358 $28.726 $30.162 $31.670 $33.254 

Class Code G25           
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Lead Records Clerk $3,669.63 $3,853.11 $4,045.77 $4,248.06 $4,460.46 

Bi-Weekly $1,693.68 $1,778.36 $1,867.28 $1,960.64 $2,058.67 

Hourly Rate $21.171 $22.229 $23.341 $24.508 $25.733 

Class Code G08           

Management Aide $4,828.51 $5,069.93 $5,323.43 $5,589.60 $5,869.08 

Bi-Weekly $2,228.54 $2,339.97 $2,456.97 $2,579.82 $2,708.81 

Hourly Rate $27.857 $29.250 $30.712 $32.248 $33.860 

Class Code G74           

Offset Press 

Operator/Stores Clerk $3,356.63 $3,524.46 $3,700.68 $3,885.71 $4,080.00 

Bi-Weekly $1,549.21 $1,626.67 $1,708.01 $1,793.41 $1,883.08 

Hourly Rate $19.365 $20.333 $21.350 $22.418 $23.538 

Class Code G06           

Personnel Assistant  $3,865.15 $4,058.41 $4,261.33 $4,474.40 $4,698.12 

Bi-Weekly $1,783.92 $1,873.11 $1,966.77 $2,065.11 $2,168.36 

Hourly Rate $22.299 $23.414 $24.585 $25.814 $27.105 

Class Code G07           

Plan Check Engineer $6,458.15 $6,781.06 $7,120.11 $7,476.11 $7,849.92 

Bi-Weekly $2,980.68 $3,129.72 $3,286.20 $3,450.51 $3,623.04 

Hourly Rate $37.259 $39.121 $41.078 $43.131 $45.288 

Class Code G56           

Property Clerk $3,844.18 $4,036.38 $4,238.20 $4,450.11 $4,672.62 

Bi-Weekly $1,774.24 $1,862.95 $1,956.09 $2,053.90 $2,156.59 

Hourly Rate $22.178 $23.287 $24.451 $25.674 $26.957 

Class Code G11           

Public Works Inspector $5,165.01 $5,423.26 $5,694.42 $5,979.14 $6,278.10 

Bi-Weekly $2,383.85 $2,503.04 $2,628.19 $2,759.60 $2,897.58 

Hourly Rate $29.798 $31.288 $32.852 $34.495 $36.220 

Class Code G54           

Records Clerk I $3,146.00 $3,303.30 $3,468.46 $3,641.89 $3,823.98 

Bi-Weekly $1,452.00 $1,524.60 $1,600.83 $1,680.87 $1,764.91 

Hourly Rate $18.150 $19.057 $20.010 $21.011 $22.061 

Class Code G           

Records Clerk II $3,495.09 $3,669.84 $3,853.33 $4,046.00 $4,248.30 

Bi-Weekly $1,613.12 $1,693.77 $1,778.46 $1,867.38 $1,960.75 

Hourly Rate $20.164 $21.172 $22.231 $23.342 $24.509 

Class Code G09           
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Recreation Coordinator $3,943.20 $4,140.36 $4,347.37 $4,564.74 $4,792.98 

Bi-Weekly $1,819.94 $1,910.93 $2,006.48 $2,106.80 $2,212.14 

Hourly Rate $22.749 $23.887 $25.081 $26.335 $27.652 

Class Code G76           

Secretary $4,155.50 $4,363.28 $4,581.44 $4,810.51 $5,051.04 

Bi-Weekly $1,917.92 $2,013.82 $2,114.51 $2,220.24 $2,331.25 

Hourly Rate $23.974 $25.173 $26.431 $27.753 $29.141 

Class Code G14           

Supervising Records Clerk $4,369.49 $4,587.96 $4,817.36 $5,058.23 $5,311.14 

Bi-Weekly $2,016.69 $2,117.52 $2,223.40 $2,334.57 $2,451.30 

Hourly Rate $25.209 $26.469 $27.792 $29.182 $30.641 

Class Code G           

Salaries listed below will not be used for existing employees but will be used for new hires: 

Division Secretary  $3,843.34 $4,035.50 $4,237.28 $4,449.14 $4,671.60 

Bi-Weekly $1,773.85 $1,862.54 $1,955.67 $2,053.45 $2,156.12 

Hourly Rate $22.173 $23.282 $24.446 $25.668 $26.952 

Class Code G16           

Offset Press Operator/ 

Stores Clerk $3,323.06 $3,489.21 $3,663.67 $3,846.86 $4,039.20 

Bi-Weekly $1,533.72 $1,610.41 $1,690.93 $1,775.47 $1,864.25 

Hourly Rate $19.171 $20.130 $21.137 $22.193 $23.303 

Class Code G06           

Personnel Assistant  $3,843.34 $4,035.50 $4,237.28 $4,449.14 $4,671.60 

Bi-Weekly $1,773.85 $1,862.54 $1,955.67 $2,053.45 $2,156.12 

Hourly Rate $22.173 $23.282 $24.446 $25.668 $26.952 

Class Code G07           
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ESTABLISHED SALARY RANGES FOR  CLASSIFICATIONS  

REPRESENTED BY THE FOUNTAIN VALLEY GENERAL EMPLOYEES ASSOCIATION 

EFFECTIVE: August 13, 2016 

 
CLASSIFICATION STEP 1 STEP 2 STEP 3 STEP 4 STEP 5 

Accountant  $5,552.29 $5,829.90 $6,121.40 $6,427.47 $6,748.84 

Bi-Weekly $2,562.59 $2,690.72 $2,825.26 $2,966.52 $3,114.85 

Hourly Rate $32.032 $33.634 $35.316 $37.082 $38.936 

Class Code G02           

Accounting Technician I $3,729.21 $3,915.67 $4,111.46 $4,317.03 $4,532.88 

Bi-Weekly $1,721.17 $1,807.23 $1,897.59 $1,992.47 $2,092.10 

Hourly Rate $21.515 $22.590 $23.720 $24.906 $26.151 

Class Code G03           

Accounting Technician II $3,915.67 $4,111.46 $4,317.03 $4,532.88 $4,759.52 

Bi-Weekly $1,807.23 $1,897.59 $1,992.47 $2,092.10 $2,196.70 

Hourly Rate $22.590 $23.720 $24.906 $26.151 $27.459 

Class Code G04           

Administrative Assistant $4,197.06 $4,406.91 $4,627.26 $4,858.62 $5,101.55 

Bi-Weekly $1,937.10 $2,033.96 $2,135.66 $2,242.44 $2,354.56 

Hourly Rate $24.214 $25.424 $26.696 $28.030 $29.432 

Class Code G79      

Administrative Specialist $2,911.33 $3,056.89 $3,209.74 $3,370.23 $3,538.74 

Bi-Weekly $1,343.69 $1,410.87 $1,481.42 $1,555.49 $1,633.26 

Hourly Rate $16.796 $17.636 $18.518 $19.444 $20.416 

Class Code G77           

Assistant Engineer $5,951.48 $6,249.06 $6,561.51 $6,889.59 $7,234.06 

Bi-Weekly $2,746.84 $2,884.18 $3,028.39 $3,179.81 $3,338.80 

Hourly Rate $34.335 $36.052 $37.855 $39.748 $41.735 

Class Code G73           

Assistant Planner $5,014.09 $5,264.80 $5,528.04 $5,804.44 $6,094.66 

Bi-Weekly $2,314.20 $2,429.91 $2,551.40 $2,678.97 $2,812.92 

Hourly Rate $28.927 $30.374 $31.893 $33.487 $35.162 

Class Code G55           

Code Enforcement Officer $4,792.88 $5,032.53 $5,284.16 $5,548.36 $5,825.78 

Bi-Weekly $2,212.10 $2,322.71 $2,438.84 $2,560.78 $2,688.82 

Hourly Rate $27.651 $29.034 $30.486 $32.010 $33.610 

Class Code G49           
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Community Services 

Officer $3,914.82 $4,110.57 $4,316.09 $4,531.90 $4,758.49 

Bi-Weekly $1,806.84 $1,897.18 $1,992.04 $2,091.65 $2,196.23 

Hourly Rate $22.586 $23.715 $24.901 $26.146 $27.453 

Class Code G12           

Crime Scene Investigator 

Supervisor  $5,905.72 $6,201.00 $6,511.05 $6,836.60 $7,178.43 

Bi-Weekly $2,725.71 $2,862.00 $3,005.10 $3,155.36 $3,313.12 

Hourly Rate $34.071 $35.775 $37.564 $39.442 $41.414 

Class Code G13           

Customer Service Rep - 

Business License  $3,915.67 $4,111.46 $4,317.03 $4,532.88 $4,759.52 

Bi-Weekly $1,807.23 $1,897.59 $1,992.47 $2,092.10 $2,196.70 

Hourly Rate $22.590 $23.720 $24.906 $26.151 $27.459 

Class Code G69           

Customer Service Rep - 

Utility Billing  $3,915.67 $4,111.46 $4,317.03 $4,532.88 $4,759.52 

Bi-Weekly $1,807.23 $1,897.59 $1,992.47 $2,092.10 $2,196.70 

Hourly Rate $22.590 $23.720 $24.906 $26.151 $27.459 

Class Code G70           

Deputy City Clerk $4,993.75 $5,243.44 $5,505.61 $5,780.89 $6,069.94 

Bi-Weekly $2,304.81 $2,420.05 $2,541.05 $2,668.10 $2,801.51 

Hourly Rate $28.810 $30.251 $31.763 $33.351 $35.019 

Class Code G17           

Dispatcher  $4,561.50 $4,789.58 $5,029.06 $5,280.51 $5,544.54 

Bi-Weekly $2,105.31 $2,210.57 $2,321.10 $2,437.16 $2,559.02 

Hourly Rate $26.316 $27.632 $29.014 $30.464 $31.988 

Class Code G24           

Division Secretary  $3,903.81 $4,099.00 $4,303.95 $4,519.14 $4,745.10 

Bi-Weekly $1,801.76 $1,891.84 $1,986.44 $2,085.76 $2,190.05 

Hourly Rate $22.522 $23.648 $24.830 $26.072 $27.376 

Class Code G16           

Engineering Technician I $4,221.64 $4,432.72 $4,654.35 $4,887.07 $5,131.43 

Bi-Weekly $1,948.45 $2,045.87 $2,148.16 $2,255.57 $2,368.35 

Hourly Rate $24.356 $25.573 $26.852 $28.195 $29.604 

Class Code G30           

Engineering Technician II $4,691.18 $4,925.74 $5,172.02 $5,430.63 $5,702.16 

Bi-Weekly $2,165.16 $2,273.42 $2,387.09 $2,506.44 $2,631.76 

Hourly Rate $27.064 $28.418 $29.839 $31.331 $32.897 

Class Code G29           
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Engineering Technician III $5,207.34 $5,467.70 $5,741.09 $6,028.14 $6,329.55 

Bi-Weekly $2,403.39 $2,523.55 $2,649.73 $2,782.22 $2,921.33 

Hourly Rate $30.042 $31.544 $33.122 $34.778 $36.517 

Class Code G31           

Executive Assistant to the 

City Manager $5,040.37 $5,292.39 $5,557.01 $5,834.86 $6,126.60 

Bi-Weekly $2,326.32 $2,442.64 $2,564.77 $2,693.01 $2,827.66 

Hourly Rate $29.079 $30.533 $32.060 $33.663 $35.346 

Class Code G01      

Fire Prevention Specialist  $5,521.78 $5,797.86 $6,087.76 $6,392.15 $6,711.75 

Bi-Weekly $2,548.51 $2,675.94 $2,809.73 $2,950.22 $3,097.73 

Hourly Rate $31.856 $33.449 $35.122 $36.878 $38.722 

Class Code G50           

Fire Prevention Analyst  $5,798.08 $6,087.98 $6,392.38 $6,712.00 $7,047.60 

Bi-Weekly $2,676.04 $2,809.84 $2,950.33 $3,097.85 $3,252.74 

Hourly Rate $33.450 $35.123 $36.879 $38.723 $40.659 

Class Code G72           

Housing Analyst $5,491.26 $5,765.83 $6,054.12 $6,356.82 $6,674.67 

Bi-Weekly $2,534.43 $2,661.15 $2,794.21 $2,933.92 $3,080.61 

Hourly Rate $31.680 $33.264 $34.928 $36.674 $38.508 

Class Code G52           

Identification Technician $4,839.50 $5,081.47 $5,335.55 $5,602.33 $5,882.44 

Bi-Weekly $2,233.62 $2,345.30 $2,462.56 $2,585.69 $2,714.97 

Hourly Rate $27.920 $29.316 $30.782 $32.321 $33.937 

Class Code G10           

Information Systems 

Technician  $4,683.55 $4,917.73 $5,163.61 $5,421.80 $5,692.89 

Bi-Weekly $2,161.64 $2,269.72 $2,383.21 $2,502.37 $2,627.49 

Hourly Rate $27.020 $28.372 $29.790 $31.280 $32.844 

Class Code G57           

Lead Dispatcher $4,789.49 $5,028.97 $5,280.42 $5,544.44 $5,821.66 

Bi-Weekly $2,210.54 $2,321.06 $2,437.12 $2,558.97 $2,686.92 

Hourly Rate $27.632 $29.013 $30.464 $31.987 $33.587 

Class Code G25           

Lead Records Clerk $3,706.33 $3,891.64 $4,086.23 $4,290.54 $4,505.06 

Bi-Weekly $1,710.61 $1,796.14 $1,885.95 $1,980.25 $2,079.26 

Hourly Rate $21.383 $22.452 $23.574 $24.753 $25.991 

Class Code G08           
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Management Aide $4,876.79 $5,120.63 $5,376.66 $5,645.50 $5,927.77 

Bi-Weekly $2,250.83 $2,363.37 $2,481.54 $2,605.61 $2,735.89 

Hourly Rate $28.135 $29.542 $31.019 $32.570 $34.199 

Class Code G74           

Offset Press 

Operator/Stores Clerk $3,390.19 $3,559.70 $3,737.69 $3,924.57 $4,120.80 

Bi-Weekly $1,564.70 $1,642.94 $1,725.09 $1,811.34 $1,901.91 

Hourly Rate $19.559 $20.537 $21.564 $22.642 $23.774 

Class Code G06           

Personnel Assistant  $3,903.81 $4,099.00 $4,303.95 $4,519.14 $4,745.10 

Bi-Weekly $1,801.76 $1,891.84 $1,986.44 $2,085.76 $2,190.05 

Hourly Rate $22.522 $23.648 $24.830 $26.072 $27.376 

Class Code G07           

Plan Check Engineer $6,522.73 $6,848.87 $7,191.31 $7,550.88 $7,928.42 

Bi-Weekly $3,010.49 $3,161.02 $3,319.07 $3,485.02 $3,659.27 

Hourly Rate $37.631 $39.513 $41.488 $43.563 $45.741 

Class Code G56           

Property Clerk $3,882.62 $4,076.75 $4,280.59 $4,494.62 $4,719.35 

Bi-Weekly $1,791.98 $1,881.58 $1,975.66 $2,074.44 $2,178.16 

Hourly Rate $22.400 $23.520 $24.696 $25.930 $27.227 

Class Code G11           

Public Works Inspector $5,216.66 $5,477.49 $5,751.37 $6,038.93 $6,340.88 

Bi-Weekly $2,407.69 $2,528.07 $2,654.48 $2,787.20 $2,926.56 

Hourly Rate $30.096 $31.601 $33.181 $34.840 $36.582 

Class Code G54           

Records Clerk I $3,177.46 $3,336.33 $3,503.15 $3,678.30 $3,862.22 

Bi-Weekly $1,466.52 $1,539.84 $1,616.84 $1,697.68 $1,782.56 

Hourly Rate $18.331 $19.248 $20.210 $21.221 $22.282 

Class Code G           

Records Clerk II $3,530.04 $3,706.54 $3,891.87 $4,086.46 $4,290.78 

Bi-Weekly $1,629.25 $1,710.71 $1,796.25 $1,886.06 $1,980.36 

Hourly Rate $20.366 $21.384 $22.453 $23.576 $24.755 

Class Code G09           

Recreation Coordinator $3,982.63 $4,181.76 $4,390.85 $4,610.39 $4,840.91 

Bi-Weekly $1,838.14 $1,930.04 $2,026.55 $2,127.87 $2,234.27 

Hourly Rate $22.977 $24.126 $25.332 $26.598 $27.928 

Class Code G76           
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Secretary $4,197.06 $4,406.91 $4,627.26 $4,858.62 $5,101.55 

Bi-Weekly $1,937.10 $2,033.96 $2,135.66 $2,242.44 $2,354.56 

Hourly Rate $24.214 $25.424 $26.696 $28.030 $29.432 

Class Code G14           

Supervising Records Clerk $4,413.18 $4,633.84 $4,865.53 $5,108.81 $5,364.25 

Bi-Weekly $2,036.85 $2,138.70 $2,245.63 $2,357.91 $2,475.81 

Hourly Rate $25.461 $26.734 $28.070 $29.474 $30.948 

Class Code G           

Salaries listed below will not be used for existing employees but will be used for new hires: 

Division Secretary  $3,881.77 $4,075.86 $4,279.65 $4,493.63 $4,718.32 

Bi-Weekly $1,791.59 $1,881.17 $1,975.22 $2,073.99 $2,177.68 

Hourly Rate $22.395 $23.515 $24.690 $25.925 $27.221 

Class Code G16           

Offset Press Operator/ 

Stores Clerk $3,356.29 $3,524.10 $3,700.31 $3,885.33 $4,079.59 

Bi-Weekly $1,549.06 $1,626.51 $1,707.84 $1,793.23 $1,882.89 

Hourly Rate $19.363 $20.331 $21.348 $22.415 $23.536 

Class Code G06           

Personnel Assistant  $3,881.77 $4,075.86 $4,279.65 $4,493.63 $4,718.32 

Bi-Weekly $1,791.59 $1,881.17 $1,975.22 $2,073.99 $2,177.68 

Hourly Rate $22.395 $23.515 $24.690 $25.925 $27.221 

Class Code G07           

 

 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



General Employees’ Association                                     August 16, 2015 – August 15, 2017      

 

- 57 - 

EXHIBIT 4 
RETIREE MEDICAL/DENTAL TIERS 

 

FVGEA – TIER 1-A 

HIRE DATE:  Not applicable. YEARS OF SERVICE:  5 years but less 
than 10 years continuous service with the 
City.  

ELIGIBILITY CRITERIA:   
A. Is at least 50 years of age;  
B. Has been employed by the City for at least 5 years;  
C. Is a vested member of CalPERS;  
D. Has applied for and received a service retirement from CalPERS;   
E. Effective date of retirement occurred no earlier than October 1, 1980;  
F. Must retire directly from active duty and must maintain continuous coverage both prior 

to and subsequent to their retirement;  
G. Any lapse in coverage will make the employee ineligible for 1) City contributions 

towards medical and dependent medical premiums in excess of the CalPERS 
statutory minimum employer contribution and 2) participation in the dental plan. 

NOT ELIGIBLE FOR LIFE INSURANCE:  Retired employees shall not be eligible for life 
insurance coverage.   
RETIREE CONTRIBUTION:  The employee enrolls at their own expense for both medical 
and dental insurance.  Only while participating in the CalPERS medical plan will the City 
pay the minimum employer contribution specified in Section 22892 of the Public 
Employees’ Medical and Hospital Care Act (PEMHCA) to CalPERS. 
If retired beginning August 16, 2011 and later:  If dental coverage is elected, dental 
coverage will cease upon the retiree or qualified dependent reaching age 65, at which 
time, he/she may elect COBRA to continue coverage for 18 months or may elect to 
terminate dental coverage.  The retiree will be required to pay the full premium plus the 
2% administrative fee.  Failure to pay premiums will result in loss of coverage. 

FVGEA – TIER 1-B 

HIRE DATE:  February 15, 1986 and 
earlier. 

YEARS OF SERVICE:  10 or more years 
continuous service with the City. 

ELIGIBILITY CRITERIA:   
A. Is at least 50 years of age;  
B. Has been employed by the City for at least 5 years;  
C. Is a vested member of CalPERS;  
D. Has applied for and received a service retirement from CalPERS;   
E. Effective date of retirement occurred no earlier than October 1, 1980;  
F. Must retire directly from active duty and must maintain continuous coverage both prior 

to and subsequent to their retirement;  
G. Any lapse in coverage will make the employee ineligible for 1) City contributions 

towards medical and dependent medical premiums in excess of the CalPERS 
statutory minimum employer contribution and 2) participation in the dental plan. 

NOT ELIGIBLE FOR LIFE INSURANCE:  Retired employees shall not be eligible for life 
insurance coverage.   
ELIGIBLE QUALIFIED DEPENDENT COVERAGE LIMITATION:   
If retired August 15, 2011 and earlier: Coverage is limited to the eligible retiree and 
those specific dependent(s) as defined in the service provider’s group benefit agreement 
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that were covered at the time of the employee’s retirement.   
If retired beginning August 16, 2011 and later:  Coverage is limited to the eligible 
retiree and qualified dependent(s) who were covered on the employee’s plan for a 
minimum of two (2) full years (24 months) prior to retirement. 
Dependent Children.  City contributions towards medical for qualified dependent children 
will end the month during which the dependent child turns age 23.  The dependent child 
may continue on the plan until age 26, in accordance with plan provisions; however, the 
City will not pay any contributions towards the dependent child(s) medical premium past 
age 23.  The following examples illustrate the impact to the City contribution when a 
dependent child turns age 23: 
A. If the retiree covers 1) himself/herself and 2) a dependent child, the month during 

which the dependent child reaches age 23, the City ceases contributions for the 
dependent child and pays only single coverage for the retiree. 

B. If the retiree covers 1) himself/herself, 2) a spouse and 3) a dependent child, the 
month during which the dependent child reaches age 23, the City ceases contributions 
for the dependent child and pays two-party coverage for the retiree and spouse. 

C. If the retiree covers 1) himself/herself, 2) a spouse and 3) more than one (1) 
dependent child, the City will continue to pay family coverage for the retiree, spouse 
and dependent child under age 23.  Effective during the month during which the 
youngest child reaches age 23, the City ceases contributions for the dependent 
child(ren) and pays two-party coverage for the retiree and spouse. 

NON-QUALIFIED DEPENDENT(S):  Dependent(s) not meeting the criteria for eligible 
qualified dependent will be designated as non-qualified dependent and ineligible for City 
contributions towards medical insurance.   
CITY CONTRIBUTION:  
If retired August 15, 2011 and earlier:   The City will contribute towards the monthly 
medical premium for the retiree and eligible qualified dependent(s) and retiree only dental 
premium up to the maximum the City contributes for General employees for Tier 1 
employees.  The premiums shall be based on medical/dental coverage for the eligible 
retiree and medical coverage only for eligible dependent(s) as defined in the service 
provider’s group health benefit agreement.  
If retired beginning August 16, 2011 and later:  The City will contribute towards the 
monthly medical premium for the retiree and qualified dependent(s) who were covered on 
the employee’s plan for a minimum of two full years (24 months) prior to retirement 
(designated as qualified dependent) up to the maximum the City contributes for General 
employees for Tier 1 employees. The premiums shall be based on medical/dental 
coverage for the eligible retiree and medical coverage only for the qualified dependent, if 
applicable.   
COVERAGE AT AGE 65+:  Coverage will become supplemental to Medicare at age 65.  
The City will pay the supplemental to Medicare/basic medical premium as applicable for 
the retiree and eligible qualified dependent(s) and retiree only dental premium up to the 
maximum the City contributes for General employees for Tier 1 employees.  The retiree 
will continue paying the dependent dental premium, if coverage is elected, and will be 
responsible for paying Medicare premiums.   
ELIGIBLE QUALIFIED DEPENDENT – SURVIVING DEPENDENT(S) COVERAGE:  
Coverage for dependent survivors of deceased retired employees or employees killed in 
the line of duty shall continue until remarriage of the surviving spouse or until eligibility of 
the surviving spouse for other group medical insurance or Medicare at age 65.  When any 
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of the above occurs, coverage for the surviving spouse and covered dependent(s) will 
terminate.   If none of the events listed above which would terminate coverage occurs, 
coverage for dependent survivors of deceased retirees or employees killed in the line of 
duty under the City’s group medical insurance plan will continue in accordance with the 
provisions of the City’s group medical insurance carrier, after which the dependent 
survivors will be provided an opportunity to continue their coverage under the provisions 
of the Consolidated Omnibus Budget Reconciliation Act of 1986 (COBRA).  The City pays 
the actual medical premium for the surviving dependent(s) up to the maximum the City 
contributes for General employees for Tier 1 employees.  Dental premiums for the 
surviving dependent(s) are paid by the survivor and will be deducted from the City 
reimbursement or the survivor will be billed if coverage is elected. 

FVGEA – TIER 1-C 

HIRE DATE:  February 16, 1986 through 
February 15, 1994. 

YEARS OF SERVICE:  10 or more years 
continuous service with the City. 

ELIGIBILITY CRITERIA:   
A. Is at least 50 years of age;  
B. Has been employed by the City for at least 5 years;  
C. Is a vested member of CalPERS;  
D. Has applied for and received a service retirement from CalPERS;   
E. Effective date of retirement occurred no earlier than October 1, 1980;  
F. Must retire directly from active duty and must maintain continuous coverage both prior 

to and subsequent to their retirement;  
G. Any lapse in coverage will make the employee ineligible for 1) City contributions 

towards medical and dependent medical premiums in excess of the CalPERS 
statutory minimum employer contribution and 2) participation in the dental plan. 

NOT ELIGIBLE FOR LIFE INSURANCE:  Retired employees shall not be eligible for life 
insurance coverage.   
ELIGIBLE QUALIFIED DEPENDENT COVERAGE LIMITATION:   
If retired August 15, 2011 and earlier: Coverage is limited to the eligible retiree and 
those specific dependent(s) as defined in the service provider’s group benefit agreement 
that were covered at the time of the employee’s retirement.   
If retired beginning August 16, 2011 and later:  Coverage is limited to the eligible 
retiree and qualified dependent(s) who were covered on the employee’s plan for a 
minimum of two (2) full years (24 months) prior to retirement. 
Dependent Children.  City contributions towards medical for qualified dependent children 
will end the month during which the dependent child turns age 23.  The dependent child 
may continue on the plan until age 26, in accordance with plan provisions; however, the 
City will not pay any contributions towards the dependent child(s) medical premium past 
age 23.  The following examples illustrate the impact to the City contribution when a 
dependent child turns age 23: 
A. If the retiree covers 1) himself/herself and 2) a dependent child, the month during 

which the dependent child reaches age 23, the City ceases contributions for the 
dependent child and pays only single coverage for the retiree. 

B. If the retiree covers 1) himself/herself, 2) a spouse and 3) a dependent child, the 
month during which the dependent child reaches age 23, the City ceases contributions 
for the dependent child and pays two-party coverage for the retiree and spouse. 

C. If the retiree covers 1) himself/herself, 2) a spouse and 3) more than one (1) 
dependent child, the City will continue to pay family coverage for the retiree, spouse 
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and dependent child under age 23.  Effective during the month during which the 
youngest child reaches age 23, the City ceases contributions for the dependent 
child(ren) and pays two-party coverage for the retiree and spouse. 

NON-QUALIFIED DEPENDENT(S):  Dependent(s) not meeting the criteria for eligible 
qualified dependent will be designated as non-qualified dependent and ineligible for City 
contributions towards medical insurance.   
CITY CONTRIBUTION:  
If retired August 15, 2011 and earlier:  The City will contribute towards the monthly 
medical premium for the retiree and eligible qualified dependent(s) and retiree only dental 
premium up to the maximum the City contributes for General employees for Tier 1 
employees.  The premiums shall be based on medical/dental coverage for the eligible 
retiree and medical coverage only for eligible dependent(s) as defined in the service 
provider’s group health benefit agreement.  
If retired beginning August 16, 2011 and later:  The City will contribute towards the 
monthly medical premium for the retiree and qualified dependent(s) who were covered on 
the employee’s plan for a minimum of two full years (24 months) prior to retirement 
(designated as qualified dependent) up to the maximum the City contributes for General 
employees for Tier 1 employees. The premiums shall be based on medical/dental 
coverage for the eligible retiree and medical coverage only for the qualified dependent, if 
applicable.   
COVERAGE AT AGE 65+:   
If retired August 15, 2011 and earlier: Coverage will terminate upon the retiree or 
covered dependent reaching age 65, at which time, the employee continues coverage at 
their own expense for medical insurance.  Only while participating in the CalPERS 
medical plan will the City pay the minimum employer contribution specified in Section 
22892 of the Public Employees’ Medical and Hospital Care Act (PEMHCA) to CalPERS.  
Retiree only dental premiums will continue to be paid by the City until the retiree’s death.  
The retiree will continue paying the dependent dental premium, if coverage is elected, and 
will be responsible for paying Medicare premiums.   
If retired beginning August 16, 2011 and later:  Medical coverage will terminate upon 
the retiree or qualified dependent reaching age 65, at which time, the employee continues 
coverage at own expense for medical insurance.  Only while participating in the CalPERS 
medical plan will the City pay the minimum employer contribution specified in Section 
22892 of the Public Employees’ Medical and Hospital Care Act (PEMHCA) to CalPERS.   
The retiree will be responsible for paying Medicare premiums.  Dental coverage will cease 
upon the retiree or qualified dependent reaching age 65, at which time, he/she may elect 
COBRA to continue coverage for 18 months or may elect to terminate dental coverage.  
The retiree will be required to pay the full premium plus the 2% administrative fee.  Failure 
to pay premiums will result in loss of coverage.   
ELIGIBLE QUALIFIED DEPENDENT – SURVIVING DEPENDENT(S) COVERAGE:  
Coverage for dependent survivors of deceased retired employees or employees killed in 
the line of duty shall continue until remarriage of the surviving spouse or until eligibility of 
the surviving spouse for other group medical insurance or Medicare at age 65.  When any 
of the above occurs, coverage for the surviving spouse and covered dependent(s) will 
terminate.   While covered, the City pays the actual medical premium for the surviving 
dependent(s) up to the maximum the City contributes for General employees for Tier 1 
employees.  Dental premiums for the surviving dependent(s) are paid by the survivor and 
will be deducted from the City reimbursement or the survivor will be billed if coverage is 
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elected. 

FVGEA – TIER 1-D 

HIRE DATE:  February 16, 1994 through 
August 15, 2009. 

YEARS OF SERVICE:  5 years but less 
than 15 years continuous service with the 
City. 

ELIGIBILITY CRITERIA:   
A. Is at least 50 years of age;  
B. Has been employed by the City for at least 5 years;  
C. Is a vested member of CalPERS;  
D. Has applied for and received a service retirement from CalPERS;   
E. Effective date of retirement occurred no earlier than October 1, 1980;  
F. Must retire directly from active duty and must maintain continuous coverage both prior 

to and subsequent to their retirement;  
G. Any lapse in coverage will make the employee ineligible for 1) City contributions 

towards medical and dependent medical premiums in excess of the CalPERS 
statutory minimum employer contribution and 2) participation in the dental plan. 

NOT ELIGIBLE FOR LIFE INSURANCE:  Retired employees shall not be eligible for life 
insurance coverage.   
RETIREE CONTRIBUTION:  The employee enrolls at their own expense for both medical 
and dental insurance.  Only while participating in the CalPERS medical plan will the City 
pay the minimum employer contribution specified in Section 22892 of the Public 
Employees’ Medical and Hospital Care Act (PEMHCA) to CalPERS. 
If retired beginning August 16, 2011 and later:  If dental coverage is elected, dental 
coverage will cease upon the retiree or qualified dependent reaching age 65, at which 
time, he/she may elect COBRA to continue coverage for 18 months or may elect to 
terminate dental coverage.  The retiree will be required to pay the full premium plus the 
2% administrative fee.  Failure to pay premiums will result in loss of coverage. 

FVGEA – TIER 1-E 

HIRE DATE:  February 16, 1994 through 
August 15, 2009. 

YEARS OF SERVICE:  15 or more years 
continuous service with the City. 

ELIGIBILITY CRITERIA:   
A. Is at least 50 years of age;  
B. Has been employed by the City for at least 5 years;  
C. Is a vested member of CalPERS;  
D. Has applied for and received a service retirement from CalPERS;   
E. Effective date of retirement occurred no earlier than October 1, 1980;  
F. Must retire directly from active duty and must maintain continuous coverage both prior 

to and subsequent to their retirement;  
G. Any lapse in coverage will make the employee ineligible for 1) City contributions 

towards medical and dependent medical premiums in excess of the CalPERS 
statutory minimum employer contribution and 2) participation in the dental plan. 

NOT ELIGIBLE FOR LIFE INSURANCE:  Retired employees shall not be eligible for life 
insurance coverage.   
ELIGIBLE QUALIFIED DEPENDENT COVERAGE LIMITATION:   
If retired August 15, 2011 and earlier: Coverage is limited to the eligible retiree and 
those specific dependent(s) as defined in the service provider’s group benefit agreement 
that were covered at the time of the employee’s retirement.   
If retired beginning August 16, 2011 and later:  Coverage is limited to the eligible 
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retiree and qualified dependent(s) who were covered on the employee’s plan for a 
minimum of two (2) full years (24 months) prior to retirement. 
Dependent Children.  City contributions towards medical for qualified dependent children 
will end the month during which the dependent child turns age 23.  The dependent child 
may continue on the plan until age 26, in accordance with plan provisions; however, the 
City will not pay any contributions towards the dependent child(s) medical premium past 
age 23.  The following examples illustrate the impact to the City contribution when a 
dependent child turns age 23: 
A. If the retiree covers 1) himself/herself and 2) a dependent child, the month during 

which the dependent child reaches age 23, the City ceases contributions for the 
dependent child and pays only single coverage for the retiree. 

B. If the retiree covers 1) himself/herself, 2) a spouse and 3) a dependent child, the 
month during which the dependent child reaches age 23, the City ceases contributions 
for the dependent child and pays two-party coverage for the retiree and spouse. 

C. If the retiree covers 1) himself/herself, 2) a spouse and 3) more than one (1) 
dependent child, the City will continue to pay family coverage for the retiree, spouse 
and dependent child under age 23.  Effective during the month during which the 
youngest child reaches age 23, the City ceases contributions for the dependent 
child(ren) and pays two-party coverage for the retiree and spouse. 

NON-QUALIFIED DEPENDENT(S):  Dependent(s) not meeting the criteria for eligible 
qualified dependent will be designated as non-qualified dependent and ineligible for City 
contributions towards medical insurance.   
CITY CONTRIBUTION:  
If retired August 15, 2011 and earlier:  The City will contribute towards the monthly 
medical premium for the retiree and eligible qualified dependent(s) and retiree only dental 
premium up to the maximum the City contributes for General employees for Tier 1 
employees.  The premiums shall be based on medical/dental coverage for the eligible 
retiree and medical coverage only for eligible dependent(s) as defined in the service 
provider’s group health benefit agreement.  
If retired beginning August 16, 2011 and later:  The City will contribute towards the 
monthly medical premium for the retiree and qualified dependent(s) who were covered on 
the employee’s plan for a minimum of two full years (24 months) prior to retirement 
(designated as qualified dependent) up to the maximum the City contributes for General 
employees for Tier 1 employees. The premiums shall be based on medical/dental 
coverage for the eligible retiree, and medical coverage only for the qualified dependent, if 
applicable.   
COVERAGE AT AGE 65+:   
If retired August 15, 2011 and earlier: Coverage will terminate upon the retiree or 
covered dependent reaching age 65, at which time, the employee continues coverage at 
their own expense for medical insurance.  Only while participating in the CalPERS 
medical plan will the City pay the minimum employer contribution specified in Section 
22892 of the Public Employees’ Medical and Hospital Care Act (PEMHCA) to CalPERS.  
Retiree only dental premiums will continue to be paid by the City until retiree’s death.  The 
retiree will continue paying the dependent dental premium, if coverage is elected, and will 
be responsible for paying Medicare premiums.   
If retired beginning August 16, 2011 and later:  Medical coverage will terminate upon 
the retiree or qualified dependent reaching age 65, at which time, the employee continues 
coverage at their own expense for medical insurance.  Only while participating in the 
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CalPERS medical plan will the City pay the minimum employer contribution specified in 
Section 22892 of the Public Employees’ Medical and Hospital Care Act (PEMHCA) to 
CalPERS.   The retiree will be responsible for paying Medicare premiums.  Dental 
coverage will cease upon the retiree or qualified dependent reaching age 65, at which 
time, he/she may elect COBRA to continue coverage for 18 months or may elect to 
terminate dental coverage.  The retiree will be required to pay the full premium plus the 
2% administrative fee.  Failure to pay premiums will result in loss of coverage.   
ELIGIBLE QUALIFIED DEPENDENT – SURVIVING DEPENDENT(S) COVERAGE:  
Coverage for dependent survivors of deceased retired employees or employees killed in 
the line of duty shall continue until remarriage of the surviving spouse or until eligibility of 
the surviving spouse for other group medical insurance or Medicare at age 65.  When any 
of the above occurs, coverage for the surviving spouse and covered dependent(s) will 
terminate.   While covered, the City pays the actual medical premium for the surviving 
dependent(s) up to the maximum the City contributes for General employees for Tier 1 
employees.  Dental premiums for the surviving dependent(s) are paid by the survivor and 
will be deducted from the City reimbursement or the survivor will be billed if coverage is 
elected. 

FVGEA – TIER 1-F:  DISABILITY RETIREMENT 

HIRE DATE:  February 15, 1986 and 
earlier. 

YEARS OF SERVICE:  Not applicable. 

ELIGIBILITY CRITERIA:  A “disability retired employee” shall refer to an employee who 
has received a disability retirement from CalPERS and whose injury or illness constitutes 
a total disability, as defined by the City’s group medical insurance carrier.  The disability 
retired employee must retire directly from active duty and must maintain continuous 
coverage both prior to and subsequent to their retirement.  Any lapse in coverage will 
make the employee ineligible for coverage. 
NOT ELIGIBLE FOR LIFE INSURANCE:  Retired employees shall not be eligible for life 
insurance coverage.   
ELIGIBLE QUALIFIED DEPENDENT COVERAGE LIMITATION:    
If retired August 15, 2011 and earlier: Coverage is limited to the eligible disability retiree 
and those specific dependent(s) as defined in the service provider’s group benefit 
agreement that were covered at the time of the employee’s retirement.   
If retired beginning August 16, 2011 and later:  Coverage is limited to the eligible 
retiree and qualified dependent(s) who were covered on the employee’s plan for a 
minimum of two (2) full years (24 months) prior to retirement. 
Dependent Children.  City contributions towards medical for qualified dependent children 
will end the month during which the dependent child turns age 23.  The dependent child 
may continue on the plan until age 26, in accordance with plan provisions; however, the 
City will not pay any contributions towards the dependent child(s) medical premium past 
age 23.  The following examples illustrate the impact to the City contribution when a 
dependent child turns age 23: 
A. If the retiree covers 1) himself/herself and 2) a dependent child, the month during 

which the dependent child reaches age 23, the City ceases contributions for the 
dependent child and pays only single coverage for the retiree. 

B. If the retiree covers 1) himself/herself, 2) a spouse and 3) a dependent child, the 
month during which the dependent child reaches age 23, the City ceases contributions 
for the dependent child and pays two-party coverage for the retiree and spouse. 

C. If the retiree covers 1) himself/herself, 2) a spouse and 3) more than one (1) 
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dependent child, the City will continue to pay family coverage for the retiree, spouse 
and dependent child under age 23.  Effective during the month during which the 
youngest child reaches age 23, the City ceases contributions for the dependent 
child(ren) and pays two-party coverage for the retiree and spouse. 

NON-QUALIFIED DEPENDENT(S):  Dependent(s) not meeting the criteria for eligible 
qualified dependent will be designated as non-qualified dependent and ineligible for City 
contributions towards medical insurance.   
CITY CONTRIBUTION:  
If retired August 15, 2011 and earlier:  The City will contribute towards the monthly 
medical premium for the retiree and eligible qualified dependent(s) and retiree only dental 
premium up to the maximum the City contributes for General employees for Tier 1 
employees.  The premiums shall be based on medical/dental coverage for the eligible 
retiree and medical coverage only for eligible dependents as defined in the service 
provider’s group health benefit agreement.  
If retired beginning August 16, 2011 and later:  The City will contribute towards the 
monthly medical premium for the retiree and qualified dependent(s) who were covered on 
the employee’s plan for a minimum of two full years (24 months) prior to retirement 
(designated as qualified dependent) up to the maximum the City contributes for General 
employees for Tier 1 employees. The premiums shall be based on medical/dental 
coverage for the eligible retiree and medical coverage only for the qualified dependent, if 
applicable.   
COVERAGE AT AGE 65+:  Coverage will become supplemental to Medicare at age 65.  
The City will pay the supplemental to Medicare/basic medical premium, as applicable, for 
the retiree and eligible qualified dependent(s) and retiree only dental premium up to the 
maximum the City contributes for General employees for Tier 1 employees.  The retiree 
will continue paying the dependent dental premium, if coverage is elected, and will be 
responsible for paying Medicare premiums.  
ELIGIBLE QUALIFIED DEPENDENT – SURVIVING DEPENDENT(S) COVERAGE:  
Coverage for dependent survivors of deceased retired employees or employees killed in 
the line of duty shall continue until remarriage of the surviving spouse or until eligibility of 
the surviving spouse for other group medical insurance or Medicare at age 65.  When any 
of the above occurs, coverage for the surviving spouse and covered dependent(s) will 
terminate.   If none of the events listed above which would terminate coverage occurs, 
coverage for dependent survivors of deceased retirees or employees killed in the line of 
duty under the City’s group medical insurance plan will continue in accordance with the 
provisions of the City’s group medical insurance carrier, after which the dependent 
survivors will be provided an opportunity to continue their coverage under the provisions 
of the Consolidated Omnibus Budget Reconciliation Act of 1986 (COBRA).  The City pays 
the actual medical premium for the surviving dependent(s) up to the maximum the City 
contributes for General employees for Tier 1 employees.  Dental premiums for the 
surviving dependents are paid by the survivor and will be deducted from the City 
reimbursement or the survivor will be billed if coverage is elected. 

FVGEA – TIER 1-G:  DISABILITY RETIREMENT 

HIRE DATE:  February 16, 1986 and later. YEARS OF SERVICE:  Not applicable. 

ELIGIBILITY CRITERIA:  A “disability retired employee” shall refer to an employee who 
has received a disability retirement from CalPERS and whose injury or illness constitutes 
a total disability, as defined by the City’s group medical insurance carrier.  The disability 
retired employee must retire directly from active duty and must maintain continuous 
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coverage both prior to and subsequent to their retirement.  Any lapse in coverage will 
make the employee ineligible for coverage. 
NOT ELIGIBLE FOR LIFE INSURANCE:  Retired employees shall not be eligible for life 
insurance coverage.   
ELIGIBLE QUALIFIED DEPENDENT COVERAGE LIMITATION:   
If retired August 15, 2011 and earlier: Coverage is limited to the eligible disability retiree 
and those specific dependent(s) as defined in the service provider’s group benefit 
agreement that were covered at the time of the employee’s retirement.   
If retired beginning August 16, 2011 and later:  Coverage is limited to the eligible 
retiree and qualified dependent(s) who were covered on the employee’s plan for a 
minimum of two (2) full years (24 months) prior to retirement. 
Dependent Children.  City contributions towards medical for qualified dependent children 
will end the month during which the dependent child turns age 23.  The dependent child 
may continue on the plan until age 26, in accordance with plan provisions; however, the 
City will not pay any contributions towards the dependent child(s) medical premium past 
age 23.  The following examples illustrate the impact to the City contribution when a 
dependent child turns age 23: 
A. If the retiree covers 1) himself/herself and 2) a dependent child, the month during 

which the dependent child reaches age 23, the City ceases contributions for the 
dependent child and pays only single coverage for the retiree. 

B. If the retiree covers 1) himself/herself, 2) a spouse and 3) a dependent child, the 
month during which the dependent child reaches age 23, the City ceases contributions 
for the dependent child and pays two-party coverage for the retiree and spouse. 

C. If the retiree covers 1) himself/herself, 2) a spouse and 3) more than one (1) 
dependent child, the City will continue to pay family coverage for the retiree, spouse 
and dependent child under age 23.  Effective during the month during which the 
youngest child reaches age 23, the City ceases contributions for the dependent 
child(ren) and pays two-party coverage for the retiree and spouse. 

NON-QUALIFIED DEPENDENT(S):  Dependent(s) not meeting the criteria for eligible 
qualified dependent will be designated as non-qualified dependent and ineligible for City 
contributions towards medical insurance.   
CITY CONTRIBUTION:  
If retired August 15, 2011 and earlier:  The City will contribute towards the monthly 
medical premium for the retiree and eligible qualified dependent(s) and retiree only dental 
premium up to the maximum the City contributes for General employees for Tier 1 
employees.  The premiums shall be based on medical/dental coverage for the eligible 
retiree and medical coverage only for eligible dependents as defined in the service 
provider’s group health benefit agreement.  
If retired beginning August 16, 2011 and later:  The City will contribute towards the 
monthly medical premium for the retiree and qualified dependent(s) who were covered on 
the employee’s plan for a minimum of two full years (24 months) prior to retirement 
(designated as qualified dependent) up to the maximum the City contributes for General 
employees for Tier 1 employees. The premiums shall be based on medical/dental 
coverage for the eligible retiree and medical coverage only for the qualified dependent, if 
applicable.   
COVERAGE AT AGE 65+:   
If retired August 15, 2011 and earlier: Coverage will terminate upon the retiree or 
covered dependent reaching age 65, at which time, the employee continues coverage at 
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their own expense for medical insurance.  Only while participating in the CalPERS 
medical plan will the City pay the minimum employer contribution specified in Section 
22892 of the Public Employees’ Medical and Hospital Care Act (PEMHCA) to CalPERS.  
Retiree only dental premiums will continue to be paid by the City until the retiree’s death.  
The retiree will continue paying the dependent dental premium, if coverage is elected, and 
will be responsible for paying Medicare premiums.   
If retired beginning August 16, 2011 and later:  Medical coverage will terminate upon 
the retiree or qualified dependent reaching age 65, at which time, the employee continues 
coverage at their own expense for medical insurance.  Only while participating in the 
CalPERS medical plan will the City pay the minimum employer contribution specified in 
Section 22892 of the Public Employees’ Medical and Hospital Care Act (PEMHCA) to 
CalPERS.   The retiree will be responsible for paying Medicare premiums.  Dental 
coverage will cease upon the retiree or qualified dependent reaching age 65 at which time 
he/she may elect COBRA to continue coverage for 18 months or may elect to terminate 
dental coverage.  The retiree will be required to pay the full premium plus the 2% 
administrative fee.  Failure to pay premiums will result in loss of coverage.   
ELIGIBLE QUALIFIED DEPENDENT – SURVIVING DEPENDENT(S) COVERAGE:  
Coverage for dependent survivors of deceased retired employees or employees killed in 
the line of duty shall continue until remarriage of the surviving spouse or until eligibility of 
the surviving spouse for other group medical insurance or Medicare at age 65.  When any 
of the above occurs, coverage for the surviving spouse and covered dependent(s) will 
terminate.   While covered, the City pays the actual medical premium for the surviving 
dependent(s) up to the maximum the City contributes for General employees for Tier 1 
employees.  Dental premiums for the surviving dependent(s) are paid by the survivor and 
will be deducted from the City reimbursement or the survivor will be billed if coverage is 
elected. 

FVGEA – TIER 2-A (SERVICE AND DISABILITY RETIRED EMPLOYEES) 

HIRE DATE:  August 16, 2009 through 
August 15, 2010. 

YEARS OF SERVICE:  Not applicable. 

ELIGIBILITY CRITERIA:   
A. Is at least 50 years of age;  
B. Has been employed by the City for at least 5 years;  
C. Is a vested member of CalPERS;  
D. Has applied for and received a service retirement from CalPERS;   
E. Effective date of retirement occurred no earlier than October 1, 1980;  
F. Must retire directly from active duty and must maintain continuous coverage both prior 

to and subsequent to their retirement;  
G. Any lapse in coverage will make the employee ineligible for 1) City contributions 

towards medical and dependent medical premiums in excess of the CalPERS 
statutory minimum employer contribution and 2) participation in the dental plan. 

NOT ELIGIBLE FOR LIFE INSURANCE:  Retired employees shall not be eligible for life 
insurance coverage.   
RETIREE CONTRIBUTION:  The employee enrolls at their own expense for both medical 
and dental insurance.  Only while participating in the CalPERS medical plan will the City 
pay the minimum employer contribution specified in Section 22892 of the Public 
Employees’ Medical and Hospital Care Act (PEMHCA) to CalPERS. 
If retired beginning August 16, 2011 and later:  If dental coverage is elected, dental 
coverage will cease upon the retiree or qualified dependent reaching age 65, at which 
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time, he/she may elect COBRA to continue coverage for 18 months or may elect to 
terminate dental coverage.  The retiree will be required to pay the full premium plus the 
2% administrative fee.  Failure to pay premiums will result in loss of coverage. 

FVGEA – TIER 3-A (SERVICE AND DISABILITY RETIRED EMPLOYEES) 

HIRE DATE:  August 16, 2010 and later. YEARS OF SERVICE:   Not applicable.  

ELIGIBILITY CRITERIA:   
A. Is at least 50 years of age;  
B. Has been employed by the City for at least 5 years;  
C. Is a vested member of CalPERS;  
D. Has applied for and received a service retirement from CalPERS;   
E. Effective date of retirement occurred no earlier than October 1, 1980;  
F. Must retire directly from active duty and must maintain continuous coverage both prior 

to and subsequent to their retirement;  
G. Any lapse in coverage will make the employee ineligible for 1) City contributions 

towards medical and dependent medical premiums in excess of the CalPERS 
statutory minimum employer contribution and 2) participation in the dental plan. 

NOT ELIGIBLE FOR LIFE INSURANCE:  Retired employees shall not be eligible for life 
insurance coverage.   
RETIREE CONTRIBUTION:  The employee enrolls at their own expense for medical 
insurance.  Only while participating in the CalPERS medical plan will the City pay the 
minimum employer contribution specified in Section 22892 of the Public Employees’ 
Medical and Hospital Care Act (PEMHCA) to CalPERS.  Dental coverage will end at 
retirement.  Dental coverage eligibility will be extended through COBRA continuation of 
coverage for a maximum of 18 months.  Extension of coverage may apply in accordance 
with COBRA regulations; however, unless the retiree meets these COBRA provisions, the 
maximum coverage period for dental upon retirement is 18 months,  To maintain 
coverage, the full premium plus a 2% administrative fee is payable by the retiree.  The 
employee is not eligible for any flexible spending or other contribution from the City 
towards continued dental insurance upon retirement. 

 


