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MEMORANDUM OF UNDERSTANDING (MOU) 

BETWEEN THE  
CITY OF VACAVILLE 

AND 
VACAVILLE FIREFIGHTERS ASSOCIATION 

LOCAL 3501, I.A.F.F. 
 

This Agreement is entered into this 13th day of August 2019 between the City of Vacaville ("City") and the Vacaville 
Firefighters Association (“VFA”), Local 3501, I.A.F.F. (“Union”). 

Pursuant to Government Code Section 3500 et seq. and the City of Vacaville Employer/Employee Relations 
Resolution 2008-92, the following represents the entire Agreement between the parties covering rates of pay, hours 
of employment and all other conditions of employment. 

Section 1.  Term 
 This agreement is effective beginning November 1, 2022and shall remain in effect until October 31, 2025.  

In the event a successor agreement is not in place upon expiration of this Agreement, the parties agree to honor the 
terms of this Agreement on a day-to-day basis until a successor agreement is ratified/adopted by the parties, 
mandatory impasse procedures are exhausted, or unilateral action is taken by the City pursuant to the MMBA and 
prevailing case law. 

Section 2.  Rights of the Parties 
Employees represented by the Union continue to enjoy those rights set forth in Section 3, Employee Rights of 
Resolution 2008-92. The City shall continue to enjoy those rights set forth in Section 4, City Rights of Resolution 
2008-92. 

Section 3.  Recognition and Maintenance of Membership 

3.1 Recognition 
The City recognizes the Union as the sole and exclusive bargaining agent for all full-time employees in the 
Fire Department who are in the following classifications: 

   
  Fire Engineer 
  Fire Engineer/Paramedic 
  Firefighter/Paramedic I/II 
  Firefighter I/II 

Fire Captain 
  Assistant Fire Marshal 
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3.2 Maintenance of Membership 
Except as otherwise provided herein, each employee who, on the effective date of this agreement, is a 
member in good standing of the Union shall thereafter, as a condition of employment, maintain such 
membership for the duration of this Agreement, to the extent of paying the periodic dues uniformly 
required by the Union as a condition of maintaining membership. 

Any employee who, on the effective date of this agreement, is not a member of the Union, nor any person 
who becomes an employee after said date, shall not be required to become a member as a condition of 
employment. Any such employee who thereafter becomes a member of the Union shall thereafter maintain 
such membership for the duration of the Agreement except as otherwise provided herein. 

Any employee who, on the effective date of this agreement was a member of the Union, and any employee 
who subsequently becomes a member may, during the period beginning December 1 through December 
31 of each year during the life of this MOU, resign such membership and thereafter shall not be required 
to join as a condition of employment.  Resignations shall be in writing to Human Resources with a copy to 
the Union. 

The Union shall indemnify the City, defend and hold it harmless against any and all suits, claims, demands, 
and liabilities that may arise out of or by reason of the application of or implementation of this provision. 

Section 4.  Normal Workday/Workweek 
The normal workday for shift personnel is twenty-four (24) hours and eight (8) hours for non-shift personnel. 

Shift personnel workweek shall be an average of fifty-six (56) hours per week on the 48/96, two (2) days on, four (4) 
days off schedule (XXOOOO) X = duty shift.  Non-shift personnel shall work forty (40) hours per week. 

The Fire Chief and the City Manager (or designee) may approve a flexible work schedule for employees assigned to 
a forty (40) hour work week. Employee requests for a flexible work schedule for employees assigned to a forty (40) 
hour work week may be granted by the Fire Chief and the City Manager (or designee) at their sole discretion. 

For the Training Officer assignment only, a ten (10) hour daily shift / forty (40) hour work period in a seven (7) 
calendar day schedule is authorized. Actual assignment of the Training Officer to the ten (10) hour shift schedule 
must be authorized in writing by the Fire Chief. The normal workday / work period under this MOU for the purpose 
of computing overtime for this shift shall be based on a ten (10)-hour shift / forty (40) hour work period. Overtime 
or Compensatory Time Off (CTO) for this shift will be paid for hours worked in excess of ten (10) hours in a day / 
forty (40) hours in the seven (7) day work period. The CTO balance applicable to this shift may not exceed thirty-six 
(36) hours. 

The effectiveness of the ten (10) hour shift schedule will be subject to periodic review by the Department. Factors 
such as employee errors/fatigue, work performance, customer service, overtime cost, attendance, sick leave usage, 
and workers' compensation claims may be considered in the review. The Fire Chief retains the sole discretion and 
right to terminate the schedule at any time upon thirty (30) days written notice to the incumbent employee and 
Union. In the event the ten (10) hour shift schedule is terminated by the Fire Chief, the assignment shall return to 
the standard eight (8)-hour schedule without further action. 

In the event that the Training Officer wishes to discontinue the ten (10) hour shift schedule and return to the 
standard eight (8) hour schedule, he/she can submit a request for work schedule change in writing to the Fire Chief. 
The Fire Chief will have the sole discretion and right to approve or disapprove the request. 
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Section 5.  Overtime, Callback, Compensatory Time-Off, and FLSA Work 
Period  

5.1 Overtime 
Time and one-half (1½) the employee's regular rate of pay will be paid for time worked in excess of the 
normal workday, rounded to the nearest minute when such time is required to be worked by the City. The 
normal workday under this MOU for the purpose of computing overtime shall be based on a twenty-four 
(24) hour shift (fifty-six (56) hour average work week) or an eight (8) hour shift (forty (40) hour work week). 
The normal workday / work period under this MOU for the purpose of computing overtime for the ten (10) 
hour shift as described in Section 4 shall be based on a ten (10) hour shift / 40-hour work period.  Overtime 
or Compensatory Time-Off (CTO) for this shift will be paid for hours worked in excess of ten (10) hours in a 
day / forty (40) hours in the seven (7) day work period.  

When an employee is scheduled to cover a regular or partial shift on an overtime basis, compensation 
begins when the employee arrives at the initial worksite and is for actual hours worked only. If the employee 
stops by their home station to retrieve their gear in route to the station were the shift to be covered is 
located, it shall be considered the “initial worksite”, and the travel between the stations is work related and 
compensable. 

5.2 Callback 
Emergency callback overtime shall be at a two (2) hour minimum at time and one-half (1½) rate. Emergency 
callback overtime shall not be paid ten (10) minutes before or after the normal shift.  Holdovers shall be 
paid at time and one-half (1½) rate for actual hours worked. 

When an employee is paged for an emergency recall, compensation begins when the employee departs for 
the worksite, and is compensated for at least the minimum duration stated above. 

5.3 Overtime Calculation 
Paid time off shall be counted as hours worked for contractual overtime calculation purposes. 

5.4 Compensatory Time-Off 
Overtime or Compensatory Time Off (CTO) will be paid for hours worked in excess of the following: twenty-
four (24) continuous hours/the work shift as defined in Section 4 (for employees assigned to twenty-four 
(24) hour shifts); eight (8) hours in a day/forty (40) hours in a seven (7) day period (for employees assigned 
to eight (8) hour shifts); or ten (10) hours in a day/forty (40) hours in a seven (7) day work period.  

 Unit employees may accrue CTO under this MOU for approved overtime hours (as set forth above) at the 
rate of time and one-half (1½) the employee’s regular rate of pay. 

CTO balances for unit employees may not exceed one hundred (100) hours. An employee may elect to cash 
out his/her accumulated balance of CTO once each year, to be paid out in November. An election form will 
be sent to eligible employees showing their CTO balance in early October. Employees must elect whether 
or not they want CTO cash out and how much. The election form must be returned to Human Resources  
by October 31st. The CTO will be paid out on the first paycheck in the month of November.   Any cash-out 
of compensatory time shall be paid at the Fair Labor Standards Act regular rate of pay. 
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Employees may, at the time overtime is earned, request payment in cash or CTO, pursuant to forms 
prescribed by the City.  A Chief Officer must approve all requests for payment in CTO. Requests for CTO will 
not be approved for employees who have actual excess vacation balances. Nothing in this MOU precludes 
the right of the City to designate specific payment in cash or CTO overtime opportunities as “cash only”. 

The City will not require employees to use CTO prior to use of vacation. An employee wishing to use his or 
her accrued CTO shall make the request to the employee’s supervisor by submitting a request at least 
seventy-two (72) hours in advance of the time requested. The supervisor will authorize or deny the request 
and notify the employee of the decision within forty-eight (48) hours of the supervisor receiving the 
request.  Requests to use CTO may be denied if it would unduly disrupt City operations. However, pursuant 
to 29 USC 207 (0)(5), no request for use of CTO will be denied on the basis that such usage will require a 
replacement be hired on overtime. The Union acknowledges that this agreement may cause mandatory 
overtime for their members. The UNION leadership will address any concerns raised by their membership 
as a result of this policy. Once CTO usage is approved, the City may rescind the request only in the case of 
an emergency. 

5.5 Fair Labor Standards Act (FLSA) Work Period Declaration 
The Union acknowledges the City’s declaration of an exemption for twenty-four (24) hour shift employees 
under Section 207(k) of the Fair Labor Standards Act.  For twenty-four (24) hour shift employees, the work 
period is twenty-four (24) days/one hundred eighty-two (182) hours. For eight (8) hour employees, the 
work period is seven (7) days/forty (40) hours. These work periods govern the right to overtime required 
by the Federal Fair Labor Standards Act. These work periods will not affect the City's obligation to pay 
contractual overtime based on the terms agreed to in this MOU. 

Section 6.  Leaves 

6.1 Sick Leave 

6.1.1 Accruals and Maximums 

 Shift personnel shall receive nine (9) twenty-four (24) hour shifts of sick leave per year at the rate of 8.3076 
hours per pay period. Non-shift personnel shall receive twelve (12) eight (8) hour days (equivalent ninety-
six (96) hours annually) of sick leave per year at the rate of 3.6923 hours per pay period. There shall be no 
maximum accrual.  One-fourth (1/4) of the sick leave accrued may be paid in cash upon retirement. 

 6.1.2 Sick Leave Incentive Program 

Twenty-four hour shift employees who have a sick leave balance of at least thirty (30) shifts (720 hours) 
and use three (3) or fewer shifts (72 hours) of their annual sick leave accrual of nine (9) shifts (216 hours) 
and eight hour employees who have a sick leave balance of at least thirty (30) days (240 hours) and use four 
(4) or fewer days (32 hours) of their annual sick leave accrual of twelve (12) days (96 hours) may elect to 
receive fifty percent (50%) of the remainder in cash, at the employee’s current base rate of pay, of their 
annual sick leave accrual. The measurement period for determining buy back eligibility is mid-December 
through mid-December. The remaining fifty percent (50%) shall remain in the employee’s sick leave 
balance. 
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6.1.3 Sick Leave Advance 

New employees will have available up to seventy-two (72) hours of sick leave during their first four (4) 
months of employment. Employee shall request sick leave advance in writing and leave shall be approved 
by the employee’s supervisor.  Any individual utilizing this sick leave will be required to pay back the usage 
through the regular accrual rate. If the employee leaves before accruing enough sick leave to pay back the 
credited amount, the amount will be deducted from accrued holiday or vacation leave. If accrued amounts 
of leave are insufficient to cover the credited usage, a dollar amount equal to the leave taken will be 
deducted from the employee’s final paycheck. 

6.1.4 Doctor’s Certification 

Sick leave with pay in excess of three (3) consecutive working days or two (2) shifts for reasons of personal 
illness or physical incapacity shall be granted only after presentation of a written statement by a licensed 
physician to the employee's immediate supervisor certifying that the employee's condition prevented the 
employee from performing the duties of the employee's position and that the employee is able to return 
to work. In the case of sickness arising or relating in any way to pregnancy, use of sick leave is limited to 
approval signified by presentation of a written statement from a licensed physician. 

6.1.5 Healthy Workplace Healthy Family Act (AB 1522) 

The sick leave includes the legally required sick leave days mandated by Assembly Bill 1522. The City will 
comply with AB 1522 in the administration of the legally mandated sick leave days. 

6.2 Vacation Leave 

 6.2.1 Accruals and Maximums 

Employees shall accrue vacation time at accrual rates adjusted to generate the annual total based on the 
following schedule: 

 Non-Shift Employees 
 0 up to 5 years of service      80 hours 
 5 through 10 years of service   120 hours 
 11 years of service   128 hours 
 12 years of service   136 hours 
 13 years of service   144 hours 
 14 years of service   152 hours 
 15+ years of service   160 hours 
 Maximum accrual:       320 hours 

 Non-Shift Fire Captain and Assistant Fire Marshal 
0 up to 5 years of service    160 hours 
5 through 15 years of service  200 hours 
15+ years of service    240 hours 
Maximum accrual:           428.4 hours 
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Shift Employees 
 0 up to 2 years of service     96 hours 
 2 up to 4 years of service   144 hours 
 4 up to 6 years of service   216 hours 
 6 up to 11 years of service      276 hours 
 11up to 13 years of service  288 hours 
 13 up to15 years of service  312 hours 
 15+ years of service             336 hours 
 Maximum accrual:   600 hours 

Employees temporarily assigned (less than two (2) years) to the Day Shift shall accrue vacation leave hours 
at a factor of point seven one two three (.7123) of the twenty-four (24) hour Shift employee’s rate and shall 
have a maximum accrual of four hundred twenty eight point four (428.4) hours. All banked hours will be 
converted by the .7123 factor when moving to Day Shift from the 24 hour Shift. Employees transferring 
from Day Shift to the 24 hour Shift will have their banked hours converted at a factor of one point four zero 
four (1.404). 

 Upon adoption of this agreement, employees may elect to cash out up to one hundred twelve (112) hours 
of their vacation leave balance as follows: 

• Employees may cash out up to one hundred twelve (112) hours of their vacation leave balance in 
January of each year, provided they have taken a minimum of one hundred sixty-eight (168) hours of 
vacation leave during the preceding twelve (12) months (mid-December through mid-December). An 
election form will be sent to eligible employees showing their vacation balance in mid-January of each 
year. Employees must elect whether or not they want vacation cash out and how much. The election 
form must be returned to Human Resources by January 31st. The vacation will be paid out on the first 
paycheck in the month of February.  Any cash-out of vacation leave shall be paid at the Fair Labor 
Standards Act regular rate of pay. 

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

6.2.2 Vacation Requests 

The assigned per shift staffing shall be 26 (including the Battalion Chief). 

There will be no limit to the number of shift trades allowed on any day. 

The annual scheduling of vacation leave for the coming year will be conducted as follows: 

• The Department will make reasonable efforts to complete annual shift assignments prior to 
November 1 of each year. 

• All vacation must be scheduled in the Department’s scheduling software prior to the start of the 
last pay period in December. 

• Seniority with the Department based on hiring date, or alternative method for Recruits with the 
same hiring date, will be the criteria used for establishing the order in which vacation picks are 
chosen. 

• Picks will be conducted over four rounds, with the following restrictions: 
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o Round 1: 14 shifts maximum, which can be split once. Each pick must be in a block of two 
or more shifts. 

o Round 2: 6 shifts maximum, which can be split twice. Each pick must be in a block of two 
or more shifts. 

o Round 3: 3 shifts maximum, which can be split into multiple “one days” if desired. 

o Round 4: 15 shifts maximum, which can be split into multiple “one days” if desired.  

Up to four (4) members can be off on vacation leave per day as a result of the annual vacation pick process, 
even if the need for overtime coverage is created.   

Additional vacation leave requested on or after January 1st of each year will be approved for up to four (4) 
members off per day even if the need for overtime coverage is created.  

The department will allow up to five (5) members to be off on vacation leave per day when the leave request 
is submitted after 0800 hours on a day that an additional buffer position is available, provided the vacation 
leave does not create the need for overtime coverage. 

Members will only be permitted to cancel scheduled vacation if their vacation balance is below the cap 
referenced in Section 6.2.1 of this MOU. 

6.2.3 Vacation Bonus 

After five (5) and fifteen (15) years of continuous employment, a one-time addition of one (1) additional 
week (forty (40) hours for non-shift personnel and one hundred twenty (120) hours for shift personnel) of 
vacation will be granted.  

Upon Council adoption any employee that has completed fifteen (15) years of service and has not received 
the additional hours will be granted the hours as described above. During the same pay period all employees 
that receive the lump sum will also be given a one-time opportunity to cash out up to 120 hours of vacation. 
Following this initial lump sum accrual and cash out future accruals will occur naturally upon completion of 
years of service and cash outs shall resume as outlined within the MOU.  

6.3 Holidays 

6.3.1 Holidays for Shift Assignment, Day Shift Training Captain, and Lead Academy 
Coordinators 

Employees assigned to twenty-four (24) hour shifts and employees assigned as the Day Shift Training 
Captain or as a Lead Academy Coordinator shall have ninety-six (96) hours designated as holidays which will 
be requested and approved in the same manner as vacation. These hours will be shown in the employee's 
vacation accrual.  In addition, such employees shall also receive pay equal to three percent (3%) of the 
employee’s base pay, in lieu of time off on City approved holidays. Effective the pay period being processed 
at the time of City Council approval of this 11/22-10/25 MOU, this holiday in lieu pay shall increase to 3.38% 
of the employee’s base pay. 

6.3.2 Holidays for Forty (40) Hour Week Assignment other than Day Shift Captain 
and Lead Academy Coordinator(s) 

 Employees assigned to forty (40) hour duty for greater than one full pay period AND that have their leave 
accruals converted shall receive the following holidays: New Year's Day, Martin Luther King, Jr.'s Birthday, 
Presidents' Day, Memorial Day, Juneteenth, July 4, Labor Day, Veterans' Day, Thanksgiving Day, Day after 
Thanksgiving, four (4) hours Christmas Eve, Christmas Day, four (4) hours New Year's Eve, and two (2) 
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floating holidays. The two floating holidays will accrue on a pay period basis at a rate of 0.615 hours per pay 
period. If Christmas Eve and New Year’s Eve occur on Friday, Saturday, or Sunday, any employee assigned 
and working forty (40) hour duty (as described in this section) for the full pay period(s) that cover December 
16th and December 31st, shall receive eight (8) additional hours (4 hours for each holiday) credited to the 
employee’s vacation leave (reflected on the paycheck following the holiday(s)).  

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

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

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

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

6.5 Catastrophic Leave Program 
The City and Union agree to the Catastrophic Leave Program as described in Appendix B of this MOU. 

Section 7.  Retirement 

7.1 CalPERS Retirement Benefits 
The Public Employees’ Pension Reform Act (PEPRA) of 2013 applies to all public employers and public 
pension plans (which includes CalPERS). 

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

(New member = no prior CalPERS/reciprocal employment or a break in service greater than 6 months)  

Benefits include: 

• Section 7522.25 (2.7% @ 57 Safety Formula) 
• Section 20037 (Three Year Final Compensation) 
• Employee contribution = 50% of Total Normal Cost, currently 12% Contribution amount is 

recalculated each year by CalPERS actuarial study. 

Hire date on or after 9/1/12 and deemed “classic” member 

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

Benefits include: 

• Section 21362 (2% @ 50 Safety Formula) 
• Section 20037 (Three-Year Final Compensation) 
• Employee contribution (Section 20678) = 9% 
• Effective September 1, 2015 employees shall pay a combined total of twelve percent (12%) (9% 

employee contribution plus 3% employer contribution) towards CalPERS retirement. The 3% shall 

KSimmons
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be paid as a cost share via MOU (pursuant to Government Code Section 20516 (f)) until a CalPERS 
contract amendment can be completed (which includes an election process) pursuant to 
Government Code Section 20516 (a). In the event that the election does not result in a contract 
amendment, the employees agree to continue the stated contribution via MOU pursuant to 
Government Code Section 20516 (f). 

Hire date prior to 9/1/12 

Benefits include:  

• Section 21362.2 (3% @ 50 Safety Formula) 
• Section 20042 (One Year Final Compensation) 
• Employee contribution (Section 20678) = 9% 
• Effective September 1, 2015 employees shall pay a combined total of twelve percent (12%) (9% 

employee contribution plus 3% employer contribution) towards CalPERS retirement. The 3% shall 
be paid as a cost share via MOU (pursuant to Government Code Section 20516 (f)) until a CalPERS 
contract amendment can be completed (which includes an election process) pursuant to 
Government Code Section 20516 (a). In the event that the election does not result in a contract 
amendment, the employees agree to continue the stated contribution via MOU pursuant to 
Government Code Section 20516 (f). 

As an offset for the increased employee PERS contribution, all employees will receive a 2.15% base wage 
increase effective September 1, 2015. 

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

• Section 20903 (Two Years Additional Service Credit – if “Golden Handshake” activated) 
• Section 20965 (Credit for Unused Sick Leave) 
• Section 21024 (Military Service Credit as Public Service) 
• Section 21027 (Military Service Credit for Retired Persons) 
• Section 21427 (Improved Non-Industrial Disability Allowance) 
• Section 21548 (Pre-Retirement Option 2W Death Benefit) 
• Section 21574 (Fourth Level of 1959 Survivor Benefits) 
• Sections 21624, 21626 and 21628 (Post-Retirement Survivor Allowance) 

7.2 IRC 414(h)2 
The City instituted IRC 414(h)2 on January 1, 1997 for employee contributions to CalPERS. If, during the 
term of this agreement, IRC 414(h)2 no longer allows for tax deferred status of the member contribution, 
both parties agree to meet and confer on the impact. 

 7.3 Medicare 
 Employees are not covered by Social Security. However, employees are required to pay the mandatory one 
point four five percent (1.45%) of salary to Medicare which is equally matched by the City. 

7.4 Deferred Compensation 
The City contributes two percent (2%) of employee’s base salary into a deferred compensation plan for Fire 
Captains and Assistant Fire Marshal.  

Fire Captains and the Assistant Fire Marshall are required to match anything above the first one percent 
(1%).   Effective the pay period being processed at the time of City Council approval of this 11/22-10/25 
MOU, the City shall contribute one percent (1.0%) of employees’ base salary into a deferred compensation 
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plan for all VFA classifications other than Fire Captain and Assistant Fire Marshall which payments shall 
begin only after these employees have established an account and taken any necessary steps so that the 
City can make such contributions. 

Section 8.  Salary 

8.1 Salary Ranges 
The monthly salary ranges for the represented classifications shall be described in Appendix A. The Fire 
Captain’s salary range shall be a flat monthly amount equivalent to twenty-five point eight two percent 
(25.82%) above the top step of Firefighter.  

Effective the pay period being processed at the time of City Council approval of this 11/22-10/25, all 
represented employees shall receive a 5.0% wage increase.   

Effective the pay period that includes November 1, 2023, all represented employees shall receive a 5.0% 
wage increase.  

 Effective the pay period that includes November 1, 2024, all represented employees shall receive a 4.0% 
wage increase. 

8.2 Compensation Plan  
The compensation plan includes the basic salary schedule as adopted by the City Council in the Budget and 
subsequent amendments thereto, and the schedule of salary ranges as adopted by the City Council. Such 
schedule consists of minimum and maximum rates of pay and intermediate steps, as applicable, for all 
classes of positions included in the classification plan. 

8.3 Use of Salary Ranges 
Salary ranges are intended to furnish administrative flexibility in recognizing individual differences among 
positions allocated to the same class, in providing employee incentive, and in rewarding employees for 
meritorious service. The following general provisions shall govern the granting of within-the-range 
increases: 

a. The minimum rate established for the class is the normal hiring rate except in those cases where 
unusual circumstances appear to warrant appointment of an employee at a higher rate. 
Appointment above the minimum step rate may be made when the Director of  Human Resources 
(or designee) determines that it is necessary in the best interests of the City. Approval will be based 
on qualifications of the applicant being in excess of the requirements for the class, that there is a 
shortage of qualified applicants available at the minimum step, and that qualified applicants 
decline employment at the minimum step. 
 

b. Thirty (30) days prior to completion of six months, employees in Step 1 will be considered for salary 
increase. Incumbents appointed at step two of the salary range will be eligible for consideration 
after twelve (12) months. A merit evaluation form must be provided for each salary increase. 
Department heads will consider various factors affecting the performance of employees and may 
recommend advancement to the next step. If advancement is approved, the employee's new step 
shall be effective on the first day of the pay period next following the completion of the required 
time-in-service. The evaluation shall be accompanied by a written recommendation for either 
advancement to the next salary step or retention at the current step. The Director of Human 
Resources (or designee) monitors evaluation prior to step increase. The Director of Human 
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Resources (or designee) approves all step increases. A step advancement does not indicate 
completion of probation. 
 

c. The remaining steps are reserved to reward employees for satisfactory performance and service. 
At least thirty (30) days prior to each succeeding anniversary, Department Heads should forward 
to the Director of Human Resources (or designee) a performance evaluation. The evaluation shall 
be accompanied by a written recommendation for either advancement to the next salary step or 
retention at the current step. Prior to each succeeding anniversary of initial appointment or step 
advancements, the Director of Human Resources (or designee) shall require Department Heads to 
consider the eligibility of the employee to advance to such a step and to recommend either such 
advancement or retention at the same rate. Department Heads are to consider all factors affecting 
employee performance and will submit their recommendations in writing, giving the reasons 
therefore, whether to advance or retain the employee at the same rate. All such advancement and 
retention must be approved by the Director of Human Resources (or designee). 

Section 9.  Premium Pays and Other Compensation 

9.1 Continuing Education (C.E.) Pay 
 The Firefighter/Paramedics and Fire Engineer/Paramedics shall receive $1,200 per year (paid at the rate of 

$46.15 per pay period) C.E. pay for the additional hours of off-duty training classes needed to maintain 
certification. It shall be the employee's responsibility to maintain paramedic certification until changed by 
law. 

 C.E. pay will be removed in the event the City is required by law to provide C.E. and expenses. 

 CalPERS makes the final determination of the reportable status of this pay.  Currently it is PERS reportable 
under Section 571 of the California Public Employees’ Retirement Law (PERL) for Classic and PEPRA 
members. 

9.2 Emergency Medical Technician (EMT) Pay 
All EMT 1 and EMT P certified unit employees shall qualify for a two percent (2.0%) of base salary 
differential. This differential is in recognition of the full scope of functions performed by such EMT 
personnel. 

EMT Pay Differential is not applicable to the classification of Assistant Fire Marshal.   

CalPERS makes the final determination of the reportable status of this pay.  Currently it is PERS reportable 
under Section 571 of the California Public Employees’ Retirement Law (PERL) for Classic and PEPRA 
members. 

9.3 Education Incentive Pays 
 Degree Pay: 

All employees are eligible for education incentive pay as follows: 

a. A.A. or A.S. degree:  two-point five percent (2.5%) of employee’s base salary, or 
 

b. B.A. or B.S. degree:  five percent (5%) of employee’s base salary. 
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Employees are responsible for submitting a copy of their degree to Human Resources and education 
incentive pay shall be effective the pay period following receipt of a copy of degree. Employees may only 
receive one degree pay, no compounding.  

CalPERS makes the final determination of the reportable status of this pay.  Currently it is PERS reportable 
under Section 571 of the California Public Employees’ Retirement Law (PERL) for Classic and PEPRA 
members. 

City of Vacaville Senior Firefighter Certification Pay: 

The Senior Firefighter Program is a City of Vacaville program outlined in a Human Resources policy 
applicable to all employees in the classification of Firefighter, Fire Engineer, Fire Engineer/Paramedic, 
Firefighter/Paramedic, Firefighter/Paramedic Trainee, Firefighter Apprentice, and Fire Captain as follows: 

a. Senior Firefighter I certification: two-point five percent (2.5%) of employee’s base salary. 
b. Senior Firefighter II certification: six percent (6%) of employee's base salary. 
c. Senior Firefighter III certification: eleven percent (11%) of employee’s base salary. 

Employees are responsible for submitting a copy of their completed certification to Human Resources.  Pay 
shall be effective the pay period following receipt of all required documentation.  Employees may only 
receive one Senior Firefighter Certification pay, no compounding. 

CalPERS makes the final determination of the reportable status of this pay.  Currently it is PERS reportable 
under Section 571 of the California Public Employees’ Retirement Law (PERL) for Classic and PEPRA 
members. 

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

CalPERS makes the final determination of the reportable status of this pay.  Currently it is PERS reportable 
under Section 571 of the California Public Employees’ Retirement Law (PERL) for Classic and PEPRA 
members. 

9.5 Specialty Assignments  
All qualified employees are eligible to participate in the following specialty assignments as outlined in 
Appendix D: 

EMS Quality Improvement Leader (QIL)* 

Fire Investigation Program Leader (FIPL)* 

Hazardous Materials Program Leader (HMPL)* 

Water Rescue Team Member 

Technical Rescue Team Member 
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Public Information Officer (PIO) 

Shift Technology Leader 

Fleet Maintenance Leader (FML) 

Training Coordinator 

Employees designated to assignments with an (*) above shall be paid a flat rate maintained at a value 
equivalent to five percent (5%) of top-step Firefighter/Paramedic each pay period. Employees designated 
to any other assignment listed above shall be paid an annual amount of $6,000(paid at the rate of $230.77 
per pay period).  In no case shall an employee receive pay for more than one of the above assignments at 
a time. Employees with more than one assignment shall be compensated based on the assignment receiving 
the highest pay. 

CalPERS makes the final determination of the reportable status of this pay.  Currently all the above specialty 
assignments except for Public Information Officer specialty assignment pay are PERS reportable under 
Section 571 of the California Public Employees’ Retirement Law (PERL) for Classic and PEPRA members. 

Public Information Officer specialty assignment pay currently is NOT PERS reportable under Section 571 of 
the California Public Employees’ Retirement Law (PERL) for Classic and PEPRA members. 

9.6 Paramedic Preceptor Program  
 When assigned a precept student by the Department paramedics shall receive a total of $1,500 per student 

paid over 6 consecutive pay periods at $250 per pay period.  The first payment will be made on the first pay 
period of the assignment.  The parties understand this payment is not factored into overtime/regular rate 
of pay.  Currently it is NOT PERS reportable under Section 571 of the California Public Employees’ 
Retirement Law (PERL) for Classic and PEPRA members. 

Employees in a Quality Improvement Leader (QIL) role will not be eligible for this stipend. 

In no case shall a precept student be assigned to a non QIL position when a QIL is available to take a student 
unless otherwise authorized by the Administrative Battalion Chief. 

9.7 Day Shift Differential Pay 
An employee assigned to a forty (40) hour workweek shall receive an additional five percent (5%) of base 
pay for the duration of the assignment. Employees assigned due to light duty, disciplinary action, academy 
trainees, or offsite training, shall not be eligible for this pay. 

Day Shift Differential is not applicable to the classification of Assistant Fire Marshal. 

CalPERS makes the final determination of the reportable status of this pay.  Currently it is PERS reportable 
under Section 571 of the California Public Employees’ Retirement Law (PERL) for Classic and PEPRA 
members. 

Section 10.  Assignments and Out-of-Rate Pay 

10.1 Temporary Assignments and Out-of-Rate Pay  
Regular driving assignments will be made each day based on filling one position at each station. These 
assignments may be filled by any combination of Engineers, eligible actors or assigned Firefighters provided 
that Department minimum staffing requirements are met; and that there is at least one (1) Engineer or 
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eligible actor assigned to the Truck. Eligible actors are those employees who are on the current Engineer’s 
Eligibility list. Employees on probation shall not be assigned to driving positions on a regular basis. 

An employee assigned to assume the full duties, and works in a higher paid position shall receive five 
percent (5.0%) above their regular rate of pay beginning at the start of the first (1st) minute of the 
assignment. The regular rate of pay is defined as base plus any other recurring and routine pays as defined 
in 29 CFR 778.200. 

10.2 Acting Assignments Schedule 
Once an employee has been assigned as an Acting Battalion Chief, Fire Captain, or Fire Engineer, that 
employee can only be bumped down in rank if the individual in the classification of Battalion Chief, Fire 
Captain, or Fire Engineer causing the acting assignment returns to work in that position. The parties 
understand that occasionally, due to operational needs, the Department may have to bump an Acting 
employee. 

An actor working a shift trade for another actor who has been assigned as an Acting Battalion Chief, Fire 
Captain, or Fire Engineer, will not be bumped down in rank.  

10.3 Modified Duty Assignments 
Modified duty assignments will be made in accordance with Fire Department Manual of Policies and 
Procedures. If an employee so desires, the employee may request the Director of Human Resources (or 
designee) to review the Department's determination of a modified duty assignment. 

10.4 Temporary Assigned Duties 
From time to time the Department assigns employees during the work shift to perform special assignments. 
Scheduled vacations during such assignment will not be canceled. 

Section 11.  Health and Welfare 

11.1 Health Insurance 
During the term of this Memorandum of Understanding the City will contribute eighty-five percent (85%) 
of the Kaiser premium cost for the selected plan level (single, double, family), and the employee will pay 
fifteen percent (15%) of the premium on a pre-tax basis. The City contribution includes the PEMHCA 
minimum.  

An employee selecting a non-Kaiser plan shall receive the same City dollar contribution as an employee 
selecting a Kaiser plan, but in no event shall the contribution exceed 100% of the plan premium cost. 

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

The City reserves the right to switch the dental care program and/or provider. The City will meet and confer 
on any such change with the Union. 

11.3 Life Insurance 
The City shall provide a life insurance policy in the amount of $75,000. 
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The City shall make available the opportunity for full-time employees to purchase additional term life 
insurance for themselves, their spouses and their dependents through a vendor specified by the City. 
Purchase of additional life insurance and/ or spousal and dependent life insurance shall be voluntary. 
Election shall be allowed upon hire and during open enrollment once per year as determined by the City. 
Premiums shall be paid through payroll deduction. 

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

11.5 Short Term Disability  
The City does not currently participate in the State’s Short Term Disability program (SDI). The City shall 
make available the opportunity for full-time employees to purchase Short Term Disability through a vendor 
specified by The City. Purchase of Short Term Disability insurance shall be voluntary. Elections shall be 
allowed upon hire and during open enrollment once per year as determined by The City. Premiums shall be 
paid through payroll deduction.  

11.6 Double Coverage “Opt Out” 
Employees currently receiving the waiver (opt-out) incentive will be changed from a deferred compensation 
contribution to an annual taxable cash benefit in the amount of $3,000(paid at the rate of $115.38 per pay 
period) effective August 1, 2019 and will be grandfathered into the benefit.  No new enrollments will be 
allowed into the waiver (opt-out) benefit effective the pay period of council adoption.  If a grandfathered 
employee enrolls in City medical, therefore forfeiting their waiver benefit, they will not be able to opt back 
in at a later date. 

Employees are only eligible for “Opt Out” compensation if they demonstrate that they have other 
Affordable Care Act compliant group health coverage. 

11.7 Postretirement Health Benefits 
Tier 3: Employees hired on or after January 1, 2020 will receive the minimum monthly employer 
contribution as required by CalPERS under the Public Employees’ Medical and Hospital Care Act 
(PEMHCA) upon CalPERS retirement from the City of Vacaville.  In addition, the following amounts will be 
paid directly to retired employees when they are enrolled in a CalPERS offered plan; 

• Completion of year 10 through year 15 = $100/month 
• Completion of year 15 through year 20 = $150/month 
• Completion of 20 years of service or more = $200/month  

In no event shall the PEMHCA minimum plus the additional City paid amount exceed 100% of the single 
rate premium of the CalPERS plan chosen by the retired employee. 

In addition the city shall establish a “Bridge Gap” plan via an RHS account through a qualified vendor 
chosen by the City for Tier 3 employees while active with the following contributions: 

• Upon completion of initial probationary period through 5th year of City service: 
o Employee contribution = $600/year ($23.08/pay period) 
o Employer contribution = $600/year ($23.08/pay period) 

• Upon completion of year 5 through year 7 of City service: 
o Employee contribution = $720/year ($27.69/pay period) 
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o Employer contribution = $840/year ($32.31/pay period) 
• Upon completion of year 7 through year 10 of City service: 

o Employee contribution = $840/year ($32.31/pay period) 
o Employer contribution = $960/year ($36.92/pay period) 

• Upon completion of year 10+ of City service: 
o Employee contribution = $960/year ($36.92/pay period) 
o Employer contribution = $1,200/year ($46.15/pay period) 

Employees shall “vest” in the plan upon completion of five (5) years of City service.  An employee that 
separates from City service prior to completion of five (5) years shall be entitled to only the employee 
contribution amount in their individual account. 

Initial probationary period is defined as that probationary period when an employee is first hired and 
does not apply to probationary periods upon promotion. 

Tier 1 and Tier 2: Employees hired prior to January 1, 2020 are covered under Resolution No. 2019-117 or 
Resolution No. 2019-118. 

11.8 Establishment of a Trust  
The City established a Trust for purposes of funding City-wide retiree health care costs. Each employee will 
make direct contributions to the trust in the annual amounts described below. 

• Tier 1 and Tier 2 retiree medical = $1,200 (contribution rate of $46.15 per pay period) 
• Tier 3 retiree medical – no contribution to OPEB trust 

Employer and employee contributions are made to a CalPERS retiree medical trust. This money and earnings 
from this money may only be spent on retiree medical benefits and, to that extent, is a protected program.  

Employee contributions to the Trust shall be discontinued upon full funding of the City’s actuarial liability 
for retiree medical costs. 

11.9 Section 125 Plan  
The City will maintain a plan whereby employees may elect to voluntarily contribute to a dependent care 
assistance program (as prescribed by and within the meaning of Section 125 of the Internal Revenue Code) 
or an employee welfare benefit plan that provides for health benefits (which are “qualified benefits” within 
the meaning of Section 125 (e) of the Internal Revenue Code). Such contributions shall be made solely from 
pre-tax payroll deductions, with no contribution from the City. 

Section 12.  Uniform Allowance and Safety Clothing 

12.1 Uniform Allowance 
 Employees shall receive uniform allowance in the amount of one thousand two hundred dollars ($1,200) 

per year.  Effective the pay period being processed at the time of City Council approval of this 11/22-10/25 
MOU, the annual uniform allowance shall increase to one thousand eight hundred dollars ($1,800) per year. 

 Uniform allowance will be paid in equally divided installments on each paycheck.    
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 The City will replace or repair glasses, up to one hundred dollars ($100.00) and watches up to twenty-five 
dollars ($25.00), if damaged in the line of duty without negligence. 

 Department will replace uniforms damaged while on duty provided the uniform was still in a serviceable 
condition when damaged. The Safety Clothing Coordinator will have final authority in making the decision 
to replace damaged uniforms. 

 CalPERS makes the final determination of the reportable status of this pay.  Currently it is PERS reportable 
under Section 571 of the California Public Employees’ Retirement Law (PERL) for Classic members only.  This 
pay is NOT PERS reportable for PEPRA members. 

12.2 Safety Clothing and Equipment 
 The City shall provide personal protective clothing and equipment per CAL-OSHA regulations and Fire 

Department standards as outlined in the Fire Department Manual of Policies and Procedures. 

Section 13.  Tuition Reimbursement 
The City shall provide up to two thousand dollars ($2,000) per City fiscal year (July 1 - June 30) per employee to 
either (a) reimburse registration/tuition/book costs for job-related or college level course work taken with prior City 
and Department approval or for repayment of the employee’s current student loans.  To qualify, the employee must 
earn a "pass" (for pass/fail courses) or a "B" grade or better and tuition reimbursement and student loan repayment 
must be based on City policy. 

Section 14.  Flexible Staffing - Paramedic 
Employees in the classification of Firefighter may be assigned as a Firefighter/ Paramedic, via a flexible staffing 
procedure, if all of the following criteria exist: 

a. The employee has submitted a written request for reassignment to the Firefighter/Paramedic 
classification; 

b. The employee is assigned to a position, that has been designated as Firefighter/Paramedic in the 
budget; 

c. The employee has passed his/her probationary period as a Firefighter; and 

d. The employee meets all of the education, experience, and certification requirements; and possesses 
all of the knowledge, skills and abilities, required for the Firefighter/Paramedic classification. 

Employees in the classification of Fire Engineer may be assigned to Fire Engineer/ Paramedic, via a flexible staffing 
procedure, if all of the following criteria exist: 

a. The employee has submitted a written request for reassignment to the Fire Engineer/ Paramedic 
classification; 

b. The employee is assigned to a position that has been designated as Fire Engineer/ Paramedic in the 
budget; 

c. The employee has passed his/her probationary period as a Fire Engineer; and 
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d. The employee meets all of the education, experience, and certification requirements; and possesses 
all of the knowledge, skills and abilities required for the Fire Engineer/Paramedic classification. 

Processing of the assignments shall be in accordance with the City of Vacaville Flexible Staffing Procedure’s section 
entitled Promotion of Employee via Flexible Staffing. 

All assignments pursuant to this Section shall be at the discretion of the Fire Chief. 

Section 15.  Union Business 

15.1 Facility Use 
The City shall allow continued use of Department facilities and bulletin boards for Union meetings subject 
to reasonable standards as determined by the Fire Chief. 

15.2 Union Time Bank 
A Union Time Bank shall be maintained, allowing members of Local 3501 designated by the Union President 
to utilize the time bank for union activities. Use of Union Leave shall be approved through the time-off 
request process and shall not be unreasonably denied by the City.  

To contribute vacation hours to the Union Bank, an employee must submit a "Voluntary Authorization for 
Deduction of Vacation or CTO Hours" form provided by  Human Resources. The City shall deduct vacation 
or CTO hours in the pay period following receipt of a completed authorization form. There shall be no 
retroactive deductions, pay-offs, or use of these hours for non-union business. 

Participating employees can voluntarily elect to contribute an unlimited number of vacation hours (or 
compensatory hours) to the Union Bank. The Union can initiate this process on an annual basis in February 
of each year, or as needed on an emergency basis as determined by the Union.  

These hours will be immediately converted into dollar values based upon each employee’s hourly rate in 
effect on the dates listed above. 

When a member takes Union Business Leave, a dollar amount shall be charged to the Union Bank at the 
hourly overtime cost of that employee’s replacement.  Union Business Leave is authorized only to the 
amount of credit existing within the Bank. An employee will always be hired back to fill a Union Leave 
position, regardless of the current staffing level. 

The Union Bank of vacation hours contributed by employees shall be maintained by Human Resources .  
Finance will issue a report twice-yearly (January and July) detailing amounts of contributions and deducted 
leaves. 

15.3 Liability 
The Union shall indemnify and save the City harmless from any liability resulting from any and all claims, 
demands, suits or any other action arising from compliance with this Section or in reliance on any list, notice, 
certification or authorization furnished under this Section. 
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Section 16.  Living Accommodations 
The City shall continue to provide living accommodations (such as appliances, dishes, etc.) now being provided by 
the City subject to the Fire Chief's approval. 

Section 17.  Residency 
Union unit members are not subject to any residency requirement. 

Section 18.  Respiratory Protection Program 
The City and the Union agree to the City of Vacaville’s Respiratory Protection Program (January 2000) with the 
following understandings: 

a. The Union may select a reasonable number [up to three] of optional Physicians or Licensed Health Care 
Professionals (PLHCP) in lieu of the City’s to perform medical evaluations; 

b. A medical evaluation questionnaire is deemed a sufficient indicator of evidence of fitness to wear 
respiratory apparatus unless further testing measures are warranted in the opinion of the PLHCP; 

c. The costs associated with medical evaluations will be borne by the City; and 

d.  If an employee does not receive medical clearance to wear a respirator, such condition will be treated 
as any other medical incapacitation. In the event of such, the City shall carry out its responsibilities and 
honor employee rights consistent with existing law and City policies and procedures. 

Section 19.  Layoff Procedure 
The parties agree that the layoff procedure described in the Personnel Policies and Procedures does not apply to the 
Firefighters bargaining unit. The layoff procedure as described in Appendix G shall apply. 

VFA agrees to reopen on this section of the MOU to develop consistent Layoff language with Safety groups. The 
reopener will occur immediately upon City notice to VFA if a similar reopener agreement is reached with the other 
Safety groups. 

Section 20.  Grievance Procedure 
Grievances will be subject to the procedures outlined in Appendix H of this MOU. This procedure varies from that 
established in the Personnel, Policies, and Procedures (PPP’s) by including an arbitration process as the final step of 
the grievance process.   

Section 21.  Disciplinary Appeals Process Alternative 
Disciplinary appeals will be subject to the procedures outlined in Appendix I of this MOU. This procedure varies from 
that established in Section 5.80 of the Personnel Policies and Procedures. 
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Section 22.  Unsuccessful Passage of Promotional Probation 
An employee who does not successfully complete his/her promotional probationary period shall be reinstated to a 
position in the class occupied by the employee immediately prior to his/her promotion only if there is a vacancy in 
that position. If no vacancy exists in that position, they will be reinstated into the next lower ranking position in the 
Fire Department that they are qualified for. The employee will then have the option to be reinstated to the position 
that they held prior to their promotion when the next available vacancy exists as long as the employee has 
maintained their spot on the acting list and any/all required licenses and certificates required of that position. If the 
cause for not passing the promotional probationary period was grounds for dismissal, the employee shall be subject 
to dismissal without reinstatement to the lower position. 

Section 23. Reinstatements 
When recommended by the Fire Chief and approved by the Director of Administrative Services (or designee), 
exceptions to the provisions of PPP Section 4.30 Reinstatements may be made in order to fill vacancies when deemed 
in the best interest of public safety. The specific exception(s) and reason(s) therefore shall be documented in writing, 
and shall remain reasonably consistent with the existing practices of the City. The Union shall be advised in advance 
of any such exceptions. 

This Section may be unilaterally rescinded upon ninety (90)-days written notice by either party. 

VFA agrees to reopen on this section of the MOU to develop consistent Reinstatement language with Safety groups. 
The reopener will occur immediately upon City notice to VFA if a similar reopener agreement is reached with the 
other Safety groups. 

Section 24.  Miscellaneous 

24.1 Firefighter I and Firefighter/ Paramedic I 
The Firefighter I and Firefighter/Paramedic I classifications are a single-step salary position used for the time 
period from when a new Firefighter/Paramedic is hired until completion of the in-house training academy 
(typically 10 – 12 weeks) which shall end on the last day of a pay period. 

The first day of the pay period following successful completion of the in-house academy, the incumbent will 
be placed at Step 1 of the Firefighter II or Firefighter/Paramedic II salary range, as applicable. 

Time spent in the classification of Firefighter I or Firefighter/Paramedic I will count toward completion of 
the 18 month probationary period. 

24.2 Medic Unit Assignments  
The Department and Union will jointly maintain a report of each member’s ambulance rotation percentage 
over a time frame to be determined by the Union and the Department. The report will be reviewed at the 
quarterly Labor/Management Team meetings to discuss employee rotation, the time frame covered by the 
rotation report, and seek opportunities to address rotation issues. 

24.3 Station Bid System 
The Fire Chief maintains the exclusive management rights detailed in Resolution 2008-92. As such, the 
Station Bid Policy is initiated, implemented and operated at the sole discretion of the Fire Chief and may be 
terminated at any time without recourse. 

KSimmons
Sticky Note
See attached Side Letter of Agreement dated 7/5/2024 at the end of this document which updates Section 24.1, Firefighter I and Firefighter / Paramedic I.
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The goal of this policy is to provide an opportunity for employees to bid for station assignments while 
maintaining the necessary specialty skills and classifications at each of the fire stations. 

See Appendix J for complete Station Bid Policy. 

24.4 Heat-Based Training 
Training for on duty shift employees that requires physical exerting activities during excessive temperatures 
will be prohibited when the temperature reaches one hundred (100) degrees or higher, or when it reaches 
ninety-five (95) degrees on days forecast to reach one hundred (100) degrees or higher unless the training 
is conducted exclusively in a climate controlled environment.   

24.5 Information Network Resources Use Policy and Acknowledgment Form 
The Union has agreed to the City’s Network Resources Use Policy and Acknowledgment Form. 

24.6 Probationary Period 
The probationary period for Firefighters and Firefighter/Paramedics is 18 months.  Firefighter IIs and 
Firefighter/Paramedics IIs hired via Lateral entry have a probationary period of 12 months. 

24.7 Firefighter and Firefighter/Paramedic Recruit Seniority 
Department seniority is established by date of initial employment as a Firefighter or Firefighter/Paramedic 
recruit with the City of Vacaville. However, in the event that two or more recruits share the same date of 
initial employment, department seniority will be based on final academy scores, as determine at the end of 
the in-house academy. The individual with the highest cumulative score will receive the top seniority 
position in the respective academy and the others will follow in seniority based on the next highest score. 
If two or more recruits finish the academy with the same cumulative test scores, the Fire Chief will then 
determine which individual will achieve the higher seniority. 

In the event two or more recruits are hired on the same day but an in-house academy is not offered, 
seniority will be determined by the Fire Chief based on applicable work experience.  

The Fire Chief’s decisions on seniority are final and binding.  

City of Vacaville employee numbers given out to each employee will have no bearing on department 
seniority. 

Section 25.  Separability 
Should any provisions of this Agreement be found unlawful or unenforceable by a court of competent jurisdiction, 
or invalidated by subsequent legislation, the remainder of this Agreement shall continue in force. Upon occurrence 
of such an event, the parties shall meet and confer as soon as practical to renegotiate the invalidated provision(s). 
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Section 26.  Entire Agreement 
This Agreement constitutes the complete and entire Agreement between the parties, and concludes collective 
bargaining between the parties for its term. 

Those things now in effect which fall within the scope of representation and not specifically changed by this 
Memorandum of Understanding are to remain in effect unless modified by the meet and confer process. 

The parties acknowledge that during the negotiations which resulted in this Agreement, each had the unlimited right 
and opportunity to make demands and proposals with respect to any subject or matter not removed by law or 
ordinance from the area of collective bargaining, and that the understanding and agreements arrived at by the 
parties after the exercise of that right and opportunity are set forth in this Memorandum of Understanding. 

This Agreement was made and entered into this10th day of January 2023.  
 
Approved: 
 

________________________________________   ____________________ 

Matt Moreno, Vacaville Firefighters Association     Date signed 
 

 

________________________________________   _____________________ 

Jessica W. Bowes, Director of Human Resources     Date signed 
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APPENDIX A 
VACAVILLE FIREFIGHTERS ASSOCIATION, Local 3501 

Monthly Salary Schedule 
(Reference Section 8.1) 

Salary effective December 25, 2022 

CODE CLASSIFICATION Step 1 Step 2 Step 3 Step 4 Step 5 

Hours 
per 
Work-
week 

 
7000 ASSISTANT FIRE MARSHAL  

$122,383.57        
$148,768.47 56 

 
7020 FIRE CAPTAIN         

$148,768.47 56 

7035 FIRE ENGINEER  
$102,138.77 

 
$107,246.09 

 
$112,607.22 

 
$118,239.56 

 
$124,151.37 56 

7040 FIRE ENGINEER/PARAMEDIC  
$114,906.32 

 
$120,652.13 

 
$126,683.71 

 
$133,019.36 

 
$139,670.06 56 

7070 FIREFIGHTER I  
$86,467.85         56 

7075 FIREFIGHTER II  
$97,274.86 

 
$102,138.77 

 
$107,245.29 

 
$112,608.56 

 
$118,239.02 56 

 
7080 FIREFIGHTER/PARAMEDIC I  

$97,274.86         56 

7085 FIREFIGHTER/PARAMEDIC II  
$109,434.78 

 
$114,906.32 

 
$120,650.93 

 
$126,684.90 

 
$133,019.09 56 

 

Salary Effective pay period including November 1, 2023 

CODE CLASSIFICATION Step 1 Step 2 Step 3 Step 4 Step 5 

Hours 
per 
Work-
week 

7000 ASSISTANT FIRE MARSHAL $128,502.75       $156,206.89 56 

7020 FIRE CAPTAIN         $156,206.89 56 

7035 FIRE ENGINEER $107,245.71 $112,608.39 $118,237.58 $124,151.54 $130,358.94 56 

7040 FIRE ENGINEER/PARAMEDIC $120,651.64 $126,684.74 $133,017.90 $139,670.33 $146,653.56 56 

7070 FIREFIGHTER I $90,791.24         56 

7075 FIREFIGHTER II $102,138.60 $107,245.71 $112,607.55 $118,238.99 $124,150.97 56 

7080 FIREFIGHTER/PARAMEDIC I $102,138.60         56 



VFA 

 27 

7085 FIREFIGHTER/PARAMEDIC II $114,906.52 $120,651.64 $126,683.48 $133,019.15 $139,670.04 56 

 

Salary Effective pay period including November 1, 2024 

CODE CLASSIFICATION Step 1 Step 2 Step 3 Step 4 Step 5 

Hours 
per 
Work-
week 

7000 ASSISTANT FIRE MARSHAL $133,642.86    $162,455.17 56 

7020 FIRE CAPTAIN     $162,455.17 56 

7035 FIRE ENGINEER $111,535.54 $117,112.73 $122,967.08 $129,117.60 $135,573.30 56 

7040 FIRE ENGINEER/PARAMEDIC $125,477.71 $131,752.13 $138,338.62 $145,257.14 $152,519.70 56 

7070 FIREFIGHTER I $94,422.89     56 

7075 FIREFIGHTER II $106,224.14 $111,535.54 $117,111.85 $122,968.55 $129,117.01 56 

7080 FIREFIGHTER/PARAMEDIC I $106,224.14     56 

7085 FIREFIGHTER/PARAMEDIC II $119,502.78 $125,477.71 $131,750.82 $138,339.92 $145,256.84 56 
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APPENDIX B 
CATASTROPHIC LEAVE PROGRAM 

(Reference Section 6.5) 

 

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

Eligibility 

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

Benefits 

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

Guidelines For Donating Leave Credits  

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

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

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

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

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

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

g. Donated leave is only transferred from the donor to the receiving employee as needed and chronologically 
by date of donation (i.e., first donated, first used). Time donations are irrevocable by the donor once the 
time has been used by the receiving employee. In the event that the receiving employee does not need to 
use all donated leave for the catastrophic illness or injury, any unused donation will not be deducted from 
the original donor’s balance. 
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h. Taxability of leave donated or received under this program is governed by Internal Revenue Service 
guidelines. 

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

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

(Reference Section 9.5) 

General/Duration 

The following are considered Specialty Assignments as listed in Section 9.5 of this MOU: 

EMS Quality Improvement Leader (QIL) 

Fire Investigation Program Leader (FIPL) 

Hazardous Materials Program Leader (HMPL) 

Water Rescue Team Member 

Technical Rescue Team Member 

Public Information Officer (PIO) 

Shift Technology Leader) 

Fleet Maintenance Leader (FML) 

Training Coordinator 

Employees requesting designation to a specialty assignment as described in this section will be considered in 
accordance with the experience and education guidelines established by the Fire Department. The Fire Chief or 
designee shall have sole discretion in designating personnel to these assignments. 

The responsibilities and key tasks of a designated assignment are documented in the Fire Department’s role 
descriptions. 

All specialty assignments will be for an initial two year term. Employees may only cancel their assignment during 
the initial two year term under mutual agreement of the Fire Chief. Continuation beyond the initial two year 
term will be at the discretion of the Fire Chief or designee. If a designated employee is not able to adequately 
meet the requirements of the role as determined by the Fire Chief or designee, then the Chief or designee can 
discontinue that assignment at any time deemed necessary. Such removal in and of itself shall not constitute a 
disciplinary action, and therefore shall not be grievable or appealable. 

Compensation 

Compensation shall be as listed in Section 9.5 Specialty Assignments. 

Other 

Fire Investigation Program Leader (FIPL) 

From time to time, off-duty FIPL’s will be contacted to respond to an incident for fire investigation purposes. 
However, the Department does not require off-duty FIPLs to make themselves available on an “on-call” basis. 

The Department shall attempt to send FIPLs to a minimum of 40 hours of continuing education/training per year. 
Associated costs shall be paid for by the Department consistent with City and Department policy. In the event 
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such continuing education/training would trigger an overtime situation, approval for such must be provided by 
Fire Administration in advance. Overtime authorization shall remain the sole discretion of Fire Administration.   

Hazardous Materials Program Leader (HMPL) 

Each HMPL shall be an active member of the Solano County Hazardous Materials Response Team, including 
attending monthly drills and required continuing education training, equipment maintenance days, response to 
incidents off duty, etc. 

Costs associated with HMPL’s attendance at required training and continuing education shall be paid for by the 
Department. 

All medical monitoring of HMPL’s required by federal or state regulation shall be paid for by the Department. 

HMPL’s who are required to attend haz-mat related drills, training, continuing education or other Department 
designated activities during their regular work shift will be assigned to participate in those activities 
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APPENDIX D 
LAYOFF PROCEDURE 

(Reference Section 19) 

 

The parties agree that the layoff procedure described in the Personnel Policies and Procedures does not apply to the 
Firefighters bargaining unit and the following procedure shall apply. 

Definition 

Layoff shall be defined as the involuntary and non-disciplinary separation of an employee from City service by the 
Fire Chief, City Manager, and/or City Council. The layoff and re-employment process shall be hereinafter referred to 
as the "process." 

Consideration of Department Needs 

Prior to beginning the layoff process, Fire Department program and staffing needs shall be identified, established, 
and communicated by the Fire Chief to the Union. During this time, the City agrees to review and consider the 
Union's interests regarding program and staffing needs. Fire Department program and staffing needs shall be 
considered during the entire layoff process. The layoff process shall not be based on individual merit, unless 
otherwise specified in this section. 

Bargaining Unit Process 

Layoffs within the bargaining unit shall utilize a "bumping process" based on the reverse order of seniority of 
employment in a classification represented by the Union. 

Unit employees shall have the option to bump into a classification which they have previously held (i.e. 
Firefighter/Paramedic) and are qualified for as determined by the Fire Chief. Bargaining unit employees who have 
not held the classification of Firefighter may bump into that classification. This option shall be based on seniority of 
employment with the Department as established on the current Department seniority list at the time of layoff. 

Acceptance of Fire Managers 

During the layoff process, the Union agrees to accept Fire Managers back into the bargaining unit. Fire Managers 
shall bump into the bargaining unit based on the reverse order of seniority of employment in a management 
classification. 

They shall have the option to bump into a classification which they have previously held (i.e. Firefighter/Paramedic) 
and are qualified for as determined by the Fire Chief.  Fire Managers who have not held the classification of 
Firefighter may bump into that classification. This option shall be based on seniority of employment with the 
Department. A Fire Manager who bumps into the bargaining unit shall be considered a unit employee for purposes 
of defining seniority for layoffs. 

Order of Layoff 

After all bumping has occurred, layoffs shall be done in reverse order of seniority of employment among unit 
employees. Seniority of employment shall be based on the current Department seniority list at the time of layoff. 

 

Notice of Layoff 

The City shall notify each employee who is to be laid off in writing and mailed by certified mail, return receipt 
requested, to the employee's last known address; or the notice may be delivered to the employee in person. The 
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notice shall also specify the effective date of layoff, and, whenever possible, give thirty (30) days’ notice prior to the 
effective date of the layoff. In no case shall the City give less than fourteen (14) days written advance notice to 
employees to be laid off. 

An informational effort by the City via the announcement folder and bulletin boards will be made to assist laid off 
employees in finding other employment opportunities in other jurisdictions. 

Acceptance of Layoff 

An employee to be laid off may elect to accept such layoff prior to the date named in the Notice of Layoff. If an 
employee elects early layoff, he/she shall give the Fire Chief at least five (5) business days’ notice. 

Re-employment Rights 

The Fire Department shall establish and maintain a re-employment list of all bargaining unit employees laid off during 
the preceding two-year period. A laid-off employee shall be continued on the list for an additional two (2) years if 
application in writing for extension of eligibility is made before the expiration of the original re-employment period. 
Laid-off unit employees shall have the first right to a position in a class for which they are qualified based on reverse 
order of layoff. 

Employees who have been laid off less than one year shall be required to successfully pass a thorough medical 
examination performed by a City-designated physician prior to re-employment. Cost of said examination shall be 
paid by the City. In addition to this requirement, employees who have been laid off one year or longer may be 
required to successfully complete a skills evaluation process as determined by the Fire Chief. 

Upon re-employment, an employee will not be required to complete a new probationary period if he/she had 
previously held regular status in the classification. Employees who had not completed their probationary period shall 
serve the remainder of the probationary period upon re-employment.  Seniority of employment with the City shall 
be re-established and continue based on the seniority held by the laid-off employee at the time he or she was laid 
off. 

A unit employee re-employed as a Firefighter/Paramedic shall have three (3) months in which to re-certify if his/her 
paramedic certification has lapsed and shall be considered a probationary employee during that three (3) month 
time period, or until the employee becomes certified as a paramedic. An employee who fails to re-certify shall be 
terminated without any appeal rights. 

Offer for Re-employment 

Offers for re-employment must be accepted within seven (7) days after receipt of the offer by certified mail. It is the 
sole responsibility of the laid-off employee to keep the Fire Chief informed of where he/she may be contacted. 

Effect of Failure to Reply 

Any person on a re-employment list who does not respond within fifteen (15) days from deposit of the offer in the 
United States mail shall be deemed to have declined the offer and shall be removed from the re-employment list 
and shall no longer be an employee of the City. 

Level of Re-employment 

If an employee elects to accept a position in a lower class for which he/she is qualified, the employee will not be 
removed from any lists for a position in a higher classification that the employee is on for the duration of the re-
employment period. 

Grievance Procedure for the Process 
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Bargaining unit employees have full access to the grievance procedure relative to the administration of the layoff 
and re-employment process. The decision to implement layoffs and re-employment shall not be subject to the 
grievance procedure. 

City Equipment 

At the time of layoff and prior to final payment, all records, assets, and other items of City property in the employee's 
custody shall be transferred to the Fire Chief and certification to this effect shall be executed by the Fire Chief. Any 
amount due the City because of a shortage in the above as a result of a loan or advance for compatible computer 
equipment or other city/employee participation program shall be withheld from the employee's final compensation 
unless collected through other appropriate action, such as a pre-arranged method of payment. 

Employee Benefits/Rights 

An employee who is laid off shall receive payment for all earned salary, all compensatory time due, and all earned 
annual leave, subject to deductions for any indebtedness pursuant to the "City Equipment" section above. 

An employee who is laid off shall, during the layoff, not accrue nor be eligible for any benefits provided by the City 
to the employees in the bargaining unit, including but not limited to vacation, sick leave, holidays, medical and dental 
insurance, life insurance, retirement contributions, and uniform allowance. The City shall offer continued health care 
coverage in accordance with state and federal law (i.e., COBRA). 
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APPENDIX E 
GRIEVANCE PROCEDURE 

(Reference Section 20) 

 

Purpose 

The purpose of this grievance procedure is to provide all regular employees the opportunity to settle problems 
arising in the course of their employment in a fair and orderly fashion if such problems cannot be settled informally.   

Application 

This procedure shall apply to all members represented by this MOU.  This language replaces “SECTION 6.00 
GRIEVANCES” of the Personnel Policies and Procedures.  Grievance may be on behalf of an individual or all members 
affected. 

Time Limits 

All time periods specified herein may be extended by written agreement of the grievant and the City Manager. 

Scope 

This procedure may be used whenever an employee believes he/she has been personally adversely affected by any 
action taken by his/her supervisor in the following matters: 

a. Violation of City policies/employee group Memoranda of Understanding 

b. Promotion 

c. Layoff 

d. Discrimination prohibited by law 

Informal Resolution of Complaints 

Before filing a grievance, an employee who has a complaint should attempt to resolve the matter through informal 
discussion with the appropriate supervisor without undue delay. It is the policy of the City to settle complaints at 
the first stage of complaint. Informal resolution shall not constitute the establishment of a "practice", "past-practice" 
or a modification or interpretation of a Memoranda of Understanding unless it is in writing approved by the Director 
of Human Resources and the City Attorney. 

Grievance Review Process 

A grievance does not exist until reduced to writing, on a grievance form provided by the City, and filed at both the 
first level of review and with the Director of Human Resources. If at any time in the proceedings it is determined that 
(a) grievant is not entitled to use the procedures or (b) the matter grieved is outside the scope of this procedure, the 
grievance shall be returned to the grievant with a written explanation and the proceedings shall be terminated.  

• First Level of Review. Within seven (7) calendar days after the occurrence of the act or omission giving rise 
to the grievance, the grievant must present his/her grievance in writing to his/her Immediate Supervisor. 
This statement shall be a clear concise statement of the grievance, the circumstances involved, the decision 
rendered at the informal conference, and the specific remedy sought. Following the supervisor's review of 
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the grievance, discussion with the employee if necessary, and consultation with the Director of Human 
Resources, the supervisor shall communicate his/her decision to the employee in writing within seven (7) 
days after receiving the grievance. If the supervisor does not respond within the time limits, the grievant 
may appeal to the next level. Within the above time limits, either party may request a personal conference. 
This meeting is a most effective way to discuss and resolve grievances. 

• Second Level of Review.  In the event the grievant is not satisfied with the decision at level 1, he/she may 
appeal the decision in written form to the Division Head within seven (7) calendar days from the receipt of 
the response from Level 1. This statement should include a copy of the original grievance, the decision 
rendered, and a clear concise statement of the reasons for the appeal. The Division Head shall communicate 
his/her decision within seven (7) calendar days after receiving the appeal. Either grievant or the Division 
Head may request a personal conference within the above limits. If the Division Head does not respond 
within the time limits, the grievant may appeal to the next level. 

• Third Level of Review. In the event the grievant is not satisfied with the decision at the second level of 
review, he/she may appeal the decision in a manner similar to the second level of review to the Department 
Head. The Department Head shall communicate his/her decision within seven (7) days after receiving the 
appeal. If the Department Head does not respond within the time limits, the grievant may appeal to the 
next level. 

• Fourth Level of Review. If the grievant is not satisfied with the decision at the third level he/she may within 
seven (7) days appeal the decision in written form to the City Manager or his/her designee. This statement 
shall include a copy of the original grievance and appeal, the decision rendered, and a clear concise 
statement of the reasons for the appeal. The City Manager or his designee shall communicate his/her 
decision to the grievant within seven (7) days. If the City Manager or his designee does not respond within 
the time limits provided, the grievant may appeal to the next level.  

• Fifth Level of Review.  If the grievant is not satisfied with the decision at the fourth level, he/she may within 
seven (7) days submit the request in writing to the City Manager for outside arbitration. Upon receipt of 
the appeal, the City Manager shall contact the State Mediation and Conciliation Service (SMCS) to provide, 
in accordance with its normal and customary procedures, a list of names of neutral parties who may serve 
as an arbitrator.  Upon receipt of the list from SMCS, the City and UNION shall meet and alternatively strike 
names from the list until the name of one individual remains, who shall serve as the arbitrator. The 
employee and the City shall share the fees and expenses of the arbitrator equally. A court reporter may be 
included in the proceedings upon mutual agreement of the parties, the cost of which shall be shared equally 
between the parties. All other expenses shall be borne by the party incurring them and neither party shall 
be responsible for the cost or expenses of witnesses called by the other party. A party requesting a 
transcript of the arbitration shall bear the cost thereof. The decision rendered by the arbitrator shall be 
final and binding and not appealable to the City Council or a court of law. 

Representation 

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

Access to Information 

At each level of review the grievant shall have access to the materials comprising the record of the grievance. 

City Time for Preparation and Meetings 

The grievant and any representative (if employed by the City) are entitled to use a reasonable amount of work time 
in preparing and presenting the grievance. 
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No Reprisals 

No employee will be discriminated against in his/her employment because of the employee's utilization of this 
procedure. Complaints regarding allegations of reprisals should be submitted to City Manager. 

Reconsideration of a Grievance 

Once a grievance has been reviewed under this procedure, it shall not be reopened except by mutual consent of the 
grievant and the City Manager.  
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APPENDIX F 
DISCIPLINARY APPEALS PROCESS ALTERNATIVE 

(Reference Section 21) 

 

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

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

Appeal of Suspension without pay up to maximum of 48 hours. 

In the case of suspension without pay up to a maximum of 48 hours, the decision of the City Manager shall be final. 

Appeal of demotion, suspension without pay exceeding 48 hours, and dismissal. 

In the case of demotion, suspension without pay exceeding 48 hours, and dismissal, the employee may appeal the 
decision of the City Manager to an arbitrator. A written notice of appeal must be received by the City Manager’s 
office no later than five (5) calendar days following the date of the City Manager’s decision. 

Upon receipt of the appeal, the City Manager shall contact the State Mediation and Conciliation Service (SMCS) to 
provide, in accordance with its normal and customary procedures, a list of names of neutral parties who may serve 
as an arbitrator. Upon receipt of the list from SMCS, the City and the Association shall meet and alternatively strike 
names from the list until the name of one individual remains, who shall serve as the arbitrator. 

The employee and the City shall share the fees and expenses of the arbitrator equally. A court reporter may be 
included in the proceedings upon mutual agreement of the parties, the cost of which shall be shared equally between 
the parties. All other expenses shall be borne by the party incurring them and neither party shall be responsible for 
the cost or expenses of witnesses called by the other party. A party requesting a transcript of the arbitration shall 
bear the cost thereof. 

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

(Reference Section 24.3) 

 

The Fire Chief maintains the exclusive management rights detailed in Resolution 2008-92. As such, this Station Bid 
Policy is initiated, implemented, and operated at the sole discretion of the Fire Chief and may be terminated at any 
time without recourse.  

The goal of this policy is to provide an opportunity for employees to bid for station assignments while maintaining 
the necessary specialty skills and classifications at each of the fire stations. 

Due to dual classifications (e.g., Engineer/Paramedic) and other specialized training/skills (confined space, hazmat, 
FIPL, water rescue, actors, etc.), not all employees will be able to bid for every station assignment. 

I.  Bid Process: 

Personnel assigned to a 56-hour week shall be given the opportunity to bid an individual station using the 
bid process as follows: 

• The process of initial bidding for station assignments will begin on December 1, 2008 and take 
effect on January 1, 2009. Subsequent bidding periods shall occur every year thereafter, unless an 
exception is made by the Fire Chief. 

• There will be no cross-shift picking. (e.g., if you are on “A” shift, you may only bid on “A” shift.) 

• Policy and Procedure Chapter 2.2 “Chain of Command” will be the list used for the pick order.  

• Any employees who fail to bid shall be assigned to a station at the discretion of the Operations 
Chief. 

• The Executive Board will meet with Management each year in November to determine the station 
staffing level for the next year’s bid. This information will be made available to the membership 
prior to the bid taking place. 

II.  Resolving Problems with Station Bidding Process: 

If, in the opinion of the Operations Chief, a station selection will create an unsatisfactory staffing situation, 
the Operations Chief will resolve the issue. The decision of the Operations Chief is final. 

If, as the result of this policy, an employee is to be assigned to a different shift, he/she shall be given 
reasonable advance notice.  

The Department has the overall responsibility to manage the work place and working conditions for all 
personnel and may reassign personnel outside of this station bid system to protect employees surrounding 
sensitive issues related to a 56 hour station assignment working environment. 

III.  When a station vacancy occurs, the following process will determine which personnel are moved 
to cover it: 
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To cover vacancies of 21 or fewer shifts, the BC or designee will determine the classification needed and, if 
possible, fill the vacancy by first utilizing available personnel in the “Staffing Pool”. If time permits, the 
position should be offered to the members of the “Staffing Pool” based on seniority, allowing the most 
senior person in the “Staffing Pool” the first opportunity. If time does not permit, the least senior member 
of the “Staffing Pool” will be assigned. 

If the vacancy cannot be filled utilizing the “Staffing Pool” the following procedure will be utilized: 

• The BC will contact the Captain(s) that have the needed personnel and inform them of the vacancy. 

• The station(s) Captain will ask who would like to move. 

• In the event that no one volunteers to fill that position, and both employees’ rotation is at or 
greater than 33% time on a suppression unit, the junior employee will be moved. 

• In the event that two individuals would like to move, the most senior person will be moved. 

• There will be no movements between stations to find the most junior person. 

• If an employee’s rotation is less than 33% time on a suppression unit that employee will be 
assigned, to facilitate rotation without right of refusal. 

IV.  Filling Permanent or Temporary Vacancies: 

Vacancies caused by a person being off for more than  21 shifts, or from a newly created permanent position 
shall be filled by the Operations Chief, keeping in mind the least senior person in that classification should 
move. 



TO: MATT MORENO, VFA PRESIDENT

FROM: JESSICA BOWES, DIRECTOR OF HUMAN RESOURCES

SUBJECT: SIDE LETTER OF AGREEMENT; SECTION 7.1 CALPERS RETIREMENT BENEFITS

DATE: JUNE 5, 2023



CITY OF VACAVILLE 
 HUMAN RESOURCES DEPARTMENT 

650 Merchant Street  •  Vacaville, CA 95688  •  CityofVacaville.gov  •  707.449.5101 

TO: MATT MORENO, VFA PRESIDENT  

FROM: JESSICA BOWES, DIRECTOR OF HUMAN RESOURCES 

SUBJECT: SIDE LETTER OF AGREEMENT; SECTION 24.1 FIREFIGHTER I AND FIREFIGHTER/PARAMEDIC I 

DATE: JULY 5, 2024 

The City and Vacaville Firefighters Association (VFA) agree to modify Section 24.1 of the VFA 
Memorandum of Understanding (MOU) as follows: 

 24.1 Firefighter I and Firefighter/ Paramedic I 

The Firefighter I and Firefighter/Paramedic I classifications are a single-step salary 
position used for the time period from when a new Firefighter/Paramedic is hired until 
completion of the in-house training academy (typically 10 – 12 weeks) and/or initially 
qualified for minimum staffing.which shall end on the last day of a pay period. 

The first day of the pay period following successful completion of the in-house academy, 
tThe incumbent will be placed at Step 1 of the Firefighter II or Firefighter/Paramedic II 
salary range, as applicable following successful completion of the in-house academy 
and/or initially qualified for minimum staffing. 

Time spent in the classification of Firefighter I or Firefighter/Paramedic I will count 
toward completion of the 18 month probationary period. 

For the City of Vacaville: For the Vacaville Firefighter’s Association: 

_____________________________    _________________________________ 

Jessica Bowes Matt Moreno 
Director of Human Resources VFA President 

Date: ________________________ Date: _____________________ July 9, 2024
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